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1.  OVERVIEW 
 

1.1 This document sets out the Council‟s Equality and Diversity Policy Statement and details 
the Council‟s arrangements for meeting the requirements of the Equality Act 2010. and 
how we have developed outcomes and how we are mainstreaming equalities as required 
by the Equality Act 2010 (Specific Duties) (Scotland) Regulations as a Licensing Board.  

1.2 This report combines the contribution of the Licensing Board to the Council‟s Equality and 
Diversity Strategy, Outcomes and Mainstreaming Report 2013 and additional detail on the 
activities and outputs of the Licensing Board‟s equality outcomes.  

 

2.  EQUALITY AND DIVERSITY POLICY STATEMENT 
 

2.1 South Ayrshire Council Licensing Board is fully committed to the general principles of 
fairness, equality and human rights and seeks to apply these principles in all that it does 
by: 

 challenging and eliminating unlawful discrimination, harassment and victimisation 
wherever it can; 

 being inclusive, fair minded and transparent in all that it does; 

 tackling prejudice and promoting understanding and inclusion; and 

 consulting and engaging with service users. 

 
3.  CONTEXT - EQUALITY ACT (GENERAL AND SPECIFIC DUTIES) 
 

3.1 The Equality Act 2010 simplified and harmonised a wide variety of pre-existing equality 
legislation and introduced the public sector equality duty covering the protected 
characteristics of: age; disability; gender; gender reassignment; pregnancy and maternity; 
race; religion or belief and sexual orientation. The new duty replaces earlier public sector 
duties to promote equality relating to race, disability and gender. 

3.2 The new duty is in two parts; the general duty and the specific duties, the latter being 
made by Scottish Government Ministers through regulations. The general duty came into 
force in April 2011 and requires public authorities, in the exercise of their functions, to 
have due regard to the need to: 

 Eliminate unlawful discrimination, harassment and victimisation and other prohibited 
conduct; 

 Advance equality of opportunity between people who share a protected 
characteristic and those who do not; and  

 Foster good relations between people who share a protected characteristic and 
those who do not. 

3.3 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 came into force in 
May 2012 and are designed to help public sector organisations to meet the general duty 
effectively. The key legal specific duties are that the Council must: 

 Publish equality outcomes and report progress; 

 Report on mainstreaming the equality duty; 

 Assess and review policies and practices; 
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 Gather and use employee information; 

 Publish gender pay gap information; 

 Publish statements on equal pay; 

 Consider award criteria and conditions in relation to public procurement; 

 

 

4. CONTEXT - THE NATIONAL AND SOUTH AYRSHIRE PROFILE OF PROTECTED   
CHARACTERISTICS 

4.1 In developing this report, full account has been taken of the national and local profile of 
protected characteristics.  Further information is provided on this at appendix 1 of the 
Council‟s Equality and Diversity Strategy, Outcomes and Mainstreaming Report 2013 with 
a focus on the following protected characteristics: 

 

 age,  

 disability, and being a carer,  

 race and ethnicity, 

 gender and gender re-assignment,  

 faith or belief,  

 sexual orientation, 

 marital status, 

 socio-economic group, child poverty and health inequalities, and  

 access to services in rural areas. 

 
 
5. STRUCTURE AND FUNCTIONS OF THE SOUTH AYRSHIRE LICENSING BOARD 
 

5.1 South Ayrshire Licensing Board comprises 8 members. They are all serving councillors of 
South Ayrshire Council and are appointed to the Board by the Council.   All Councillors 
receive equality and diversity training as part of their training as councillors.  
 

5.2 The Board processes licensing applications for both liquor and gambling.  In relation to 
gambling the Board makes decisions relating to premises rather than individuals. A 
separate authority, the Gambling Commission deals with individual permits to work in the 
gambling industry.   

 
5.3 In connection with liquor licensing, the Board must decide if applicants are suitable 

persons to hold a licence. In making this decision the Board receive reports from Police 
Scotland who are also bound by their equality duties. 

 
5.4 Similar to the arrangements for the Council‟s Education equality outcomes, the Licensing 

Board equality outcomes are an integral part of the Council‟s equality outcomes, but for 
compliance purposes they have been prepared for presentation as individual extracts.  

 
5.5 Overall responsibility for taking forward the activities and outputs will fall to the Head of 

Legal and Democratic Services. 
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6. DEVELOPING OUR EQUALITY OUTCOMES  
 

6.1 The information prepared for our overarching framework document set out above, together 
with the progress made and reported for our previous Race, Disability and Gender Equality 
Schemes was used in a series of workshops and meetings with our communities, partners, 
elected members and staff.  Through this process the Equality Forum played a central role 
in the development of the Strategy and the equality outcomes identified within it including 
those specifically . To support the Forum to participate in the development of equality 
outcomes, training was provided on the Equality Act 2010, the General and Specific Duties 
and what constituted an outcome as identified by the Equality and Human Rights 
Commission. 

 

6.2 To ensure the outcomes were set in the context of the Council‟s wider public service 
agenda cognisance was also taken of the emerging Single Outcome Agreement. The 
position in relation to the SOA will be reviewed once it is finalised between the South 
Ayrshire Community Planning Partnership and the Scottish Government. This 
methodology will ensure that equality is mainstreamed into the long term planning of the 
Council and that we continue to make equality and diversity progress within the Council‟s 
contribution to local and national priorities. 
 
 
7. EQUALITY OUTCOMES AS A COUNCIL AND LICENSING BOARD 

7.1 Through our development process, we have identified a set of 8 long term outcomes that 
deliver on all the general Duties defined in the Equality Act 2010. These are: 

 Improve involvement and consultation on the development and provision of services 

 Equal and easy access to all our buildings and services 

 Hate crime in South Ayrshire is reduced and ensure vulnerable individuals and 
communities feel safe and more secure 

 The Council is an Equal Opportunities Employer 

 Our children and young people have the best possible life chances 

 Information about services and how we communicate is improved 

 We lead by example as an employer and maintain best practice in employment 
practices 

 An equalities culture is embedded in the Council 
 
7.2 Based on these long term outcomes we have also developed outcomes that we believe 

will be delivered in the medium (3-5 years) and short term (1-2 years) so as to 
demonstrate progress on the long term journey.  Table 1 sets out the proposed long, 
medium and short term outcomes, identifies which of the General Duties they meet and 
shows the outcomes against the Listed Public Body roles the Council is responsible for. 
The short term outcomes will be used by the Council to meet the requirements of the 
Scottish Specific Duties to publish those equality outcomes that we will achieve by the first 
statutory reporting deadline of 30th April 2015. 

7.3 Table 1 sets out the overall position in relation to the full set of Equality Outcomes being 
pursued by the Council as a service provider, employer, and Licensing Board.  More 
detailed information is contained in appendices for the Council as an employer and 
Licensing Board.  
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7.4 To support our equality outcomes we have developed Outcome Delivery Plans for our 
outcomes as illustrated in Figure 1. These plans were used as part of our workshop and 
briefing sessions with members of our Equality and Diversity Forum and also with our 
Elected Members and staff to demonstrate how we will make progress with the outcomes.  

7.5 A template format has also been developed to show how we propose to organise, monitor 
and report progress on the detailed contribution that Council services and local and 
national partnerships make towards our equality outcomes. Similar templates have also 
been completed for each of the Education Authority and Licensing Board equality 
outcomes and their specific contributions to the Council‟s wider equality outcomes are 
highlighted within the text of the appropriate templates. Appendix 3 is an example of a 
template for “Improved opportunities for people to participate in shaping services” 

7.6 In identifying our equality objectives as an employer, we have used the equality data 
gathered on our job applicants, employees and leavers, as well as comparative data for 
the population of South Ayrshire.  In addition, we have reviewed the feedback from our 
Employee Opinion Survey which was conducted in 2012 and engaged and consulted with 
our Employee Forum and network of Employee Equality Champions.  

7.7 The Licensing Board outcomes 2013 – 2015 are: 
 

 Improved opportunities for people to participate in shaping services.  

 Increased provision of accessible and inclusive Council information and 
communication. 

 
and the Licensing Board contributes to the following South Ayrshire Council Equality 
Outcomes  for 2013 – 1015: 
 

 Improved awareness of equality and diversity issues throughout the Council‟s 
employees.  

 Increased Council leadership of equality and diversity issues in our 
community. 

 
The Licensing Board will also contribute to the long term equality outcomes of the Council 
as shown below in Table 1 and in Appendix 2 and Appendix 6. 
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Table 1 Long, Medium and Short term Outcomes showing Specific Duty met and Public Authority role  
 
KEY:  ED - eliminating discrimination   AEO - advancing equality of opportunity   FGR - fostering good relations. 

South Ayrshire Equality Outcome General Duty Met Council Education 
Authority 

 ED AEO FGR Services Employer  

Long Term (5-10 Years) 
 

      

Improve involvement and consultation on the development and 
provision of services 

      

Equal and easy access to all our buildings and services 
 

     C 

Hate crime in South Ayrshire is reduced and ensure vulnerable 
individuals and communities feel safe and more secure 

    C  

The Council is an Equal Opportunities Employer 
 

      

Our children and young people have the best possible life chances 
 

      

Information about services and how we communicate is improved 
 

    C  

We lead by example as an employer and maintain best practice in 
employment practices 

      

An equalities culture is embedded in the Council 
 

      

Medium Term (3-4 Years) 
 

      

Improved accessibility to Council buildings and public spaces.  
 

    C C 

Improved opportunities for people to access services and 
participate in community life. 

      

Enhanced confidence and trust of those reporting diversity crime 
and incidents, and improved service to support victims.  

     C 

Better targeting of resources to meet the diversity challenges 
identified by improved reporting arrangements.  

     C 

Council employees work in a fair and inclusive environment.  
 

     C 
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South Ayrshire Equality Outcome General Duty Met Council Licensing 
Board 

 ED AEO FGR Services Employer  

Medium Term (3-4 Years) cont. 
 

      

Improved access to employment opportunities within the Council.  
 

      

Improved employment practice within the Council. 
 

      

We exhibit leadership and promote positive attitudes for all 
protected characteristics throughout our community       

Increased awareness raising of equality and diversity issues 
throughout our community. 

      

Short Term (1-2 years) 
 

      

Improved opportunities for people to participate in shaping 
services.  

      

Improved knowledge and understanding of diversity crime and 
incidents in our communities. 

    C  

Improved awareness of equality and diversity issues throughout the 
Council‟s employees.  

     C 

Educational achievement is maintained and improved for all our 
children and young people. 

      

Increased provision of accessible and inclusive Council information 
and communication. 

    C  

Opportunities for young people to enter the workforce are 
maximised. 

      

Increased representation of men and women in roles where gender 
segregation is evident. 

      

Increased Council leadership of equality and diversity issues in our 
community. 

    C C 

 
C – Contributes to. 
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8. EQUALITY OUTCOMES MONITORING AND REPORTING ARRANGEMENTS 
 

8.1 The Council has a number of formal and informal mechanisms for monitoring and 
reporting its progress on equality and diversity issues.  
 

8.2 As part of its formal corporate and directorate service planning arrangements the 
Council‟s Leadership Panel receives performance reports that identifies progress 
against the Council‟s aims and objectives. This is supported by annual reporting of 
its suite of key performance indicators in line with its public performance reporting 
arrangements. In the past, these reports have been supplemented by annual reports 
on the three equality schemes relating to race, gender and disability. Scrutiny of this 
set of reports is carried out by Elected Members sitting on the Corporate and 
Community Planning Standing Scrutiny Panel with any recommendations being 
returned to the Leadership Panel for consideration. In the future the requirement to 
report on the individual equality schemes has been superseded by the introduction of 
a biannual report on our progress against the outcomes identified earlier in this 
document together with a report setting out how equalities continues to be 
mainstreamed into the day to day activity and thinking of the Council and as an 
Education Authority and Licensing Board.  
 

8.3 Although Elected Members formally scrutinise the Council‟s performance in relation 
to equality and diversity, these matters will also be monitored by the Equality and 
Diversity Forum who, as identified above, meet on four occasions throughout the 
year. It is intended that views and comments generated at these Forum meetings will 
be included as part of the reports considered by Elected Members, thereby 
contributing to our mainstreaming of equality issues. 
 

8.4 Equality and diversity information is published on the Council‟s internal and external 
websites which we strive to ensure comply with the standards set out by the World 
Wide Web Consortium (W3C) for AA and AAA accessibility. Balanced reporting was 
identified by the Equality and Diversity Forum as an important issue. As part of the 
Council‟s commitment to transparency and continuous improvement lessons learned 
and good practice examples will continue to be shared with our stakeholders, 
partners and employees within face to face meetings and within the Council‟s 
Equality and Diversity web pages.  
 

8.5 The Council‟s Social Service Portfolio Carrier and the representatives from each of 
the political grouping leading on equalities will continue to receive regular informal 
equalities briefings and updates.  
 
 

9. PERFORMANCE REPORTING - THE MAINSTREAMING DUTY IN PRACTICE 
 

9.1 The Council functions as a service provider and employer, Education Authority and 
Licensing Board and to demonstrate how we are mainstreaming equalities, we have 
considered each in terms of how we meet our general duty to eliminate 
discrimination, advance equality and foster good relations for our communities. 

9.2 Due to the volume of mainstreaming progress within Directorates we have set out a 
brief summary of progress towards mainstreaming equality and some service 
specific examples. In addition to this information, further detail can be found on the 
Council‟s website. Appendix 5 provides further information and examples of 
mainstreaming activity that will be evidenced within the Council‟s web site. 
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MAINSTREAMING 
 
10. Mainstreaming - Gathering Information 
 

 10.1  The Licensing Board previously collated information on the gender protected 
characteristic for all licence-holders within the South Ayrshire area and work is 
underway to introduce an a more general equalities monitoring form as part of the 
licence application process for both applicants for licences and the granting of 
licences. 
 

10.2 The Council uses a wide variety of mechanisms to gather and use information about 
protected characteristics as a means of better understanding the issues they face.  
Some examples that relate to the Licensing Board include: 

 

 The Council‟s Research Officer within Policy, Community Planning and Public 
Affairs reviewed national and local equalities information and created a profile 
by protected characteristic as a basis for developing our equality outcomes.  

 The data gathered on each protected characteristic was then discussed within 
workshop sessions of the South Ayrshire Equality and Diversity Forum and 
stakeholder representatives of each protected characteristic were asked to 
provide any further data that was available from their respective organisations. 

 As an employer, the employee recruitment process includes completion of an 
equal opportunities questionnaire which collects information across all 
protected characteristics. However, completion of the questionnaire is 
voluntary and therefore tends to be incomplete. 

 As part of the review process for policies and procedure, some services have 
taken the opportunity to introduce equal opportunities questionnaires which 
will assist with service development and ensure better accessibility inclusion. 
The Licensing Board will be introducing an equal opportunities questionnaire 
later this year.  

 

 

 11. Mainstreaming - Consultation, Engagement and Good Practice 
 

11.1 The Licensing Board works with the Local Licensing Forum as a means of improving 
communication and understanding relating to licensing issues. The Forum is made 
up of named individuals representing holders of premises and personal licences, 
young people, police, people working within health, education or social work as well 
as people representing local residents and specific arrangements are in hand to 
ensure that ethnic minorities are represented within the Forum via a named 
individual from the Ayrshire Ethnic Minority Community Association.  
Examples of consultation, engagement and good practice within the Council that 
apply to the Licensing Board are shown below: 

 
11.2 Since 2010, the Council has been developing a consultation and engagement 

framework in line with the aims and objectives of the Council‟s Corporate Plan, in 
particular ensuring that: 
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 The Council understands the needs of its communities and involves them in 
setting priorities and shaping services. 

 The voices of our community, including those of young people are heard and 
have influence 

 

11.3 One of the guiding principles of the Draft Consultation and Engagement Strategy is 
that consultation is inclusive of all parts of the community. The draft Strategy can be 
accessed on the Council‟s website to provide more detailed information on how 
equalities is mainstreamed in the Council‟s consultation and engagement 
arrangements. 

Examples of inclusive consultation strategies relevant to the Licensing Board 
include: 
 

 Regular staff engagement led by Resources, Governance and Organisation 
Directorate. For example, Employee Surveys have been conducted for a 
number of years and the 2012 Employee Survey contained specific equalities 
questions to consider whether employees believe the Council provides a 
positive workplace environment for employees regardless of protected 
characteristic and whether they feel valued and respected as an employee. 

 An example of developing inclusive consultation and communication within 
our services relates to the Equality and Diversity Forum. In recognition of the 
evidence that local equality stakeholder groups tend not to respond to 
consultations that involve written questionnaires there is an opportunity within 
the quarterly Equality and Diversity Forum Agenda for officers to seek advice 
and help in developing policies and procedures by attending the Forum 
meetings and making presentations - with the offer of follow-up consultation 
visits to stakeholder organisations. 

 

11.4 Regular community consultation events take place led by the Council Leader and 
Chief Executive e.g. the Big Budget Challenge and the Your South Ayrshire 
Campaign. 

 
11.5 Similarly, at each of the Annual Community Conferences, the opportunity has been 

taken to consult and engage on equalities issues such as “Getting to know our 
communities”, “An introduction to the Equality Act 2010” and “”Equality Outcomes – 
Our Communities Priorities and Needs” 

 
11.6  In relation to Good Practice, the Council has developed its “Outstanding People 

Awards” as a way of recognising the outstanding work employees do in delivering 
service to our communities and within these awards there is a specific category of 
“Equalities in Action”. 
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 12. Mainstreaming - Equality Impact Assessment  
 
12.1 The Council has approved an Equality Impact Assessment (EIA) process that helps 

to make sure its policies, and the way it carries out its functions do what they are 
intended to do for everybody. Although a process has been in use since 2006 it 
was updated and improved in light of the Equality Act 2010.  

 
12.2 The EIA process involves systematically assessing the likely (or actual) effects of 

policies and procedures on people in respect of their protected characteristics, 
namely: race, sex, disability, age, religion or belief, sexual orientation, gender 
reassignment, pregnancy and maternity, and marriage and civil partnership. In 
addition, we also take into account the themes of health, human rights, rurality and 
deprivation in our assessment.  

 
12.3 The EIA process starts with the completion of a scoping template that allows a 

decision on whether or not a full EIA is required to be taken. The final part of the 
scoping exercise is a statement outlining the rational to proceed or not with the full 
EIA. 

 
12.4 The EIA process informs the decision making procedures of the Council by 

ensuring that Elected Members are made aware of the likely positive or negative 
equality impacts of the matter to be decided and includes a summary which 
explicitly sets out how the policy or procedure supports the three needs of the 
general equality duty (as shown in Appendix 10). 

 
12.5 To ensure that officers consider the equality impacts on protected characteristics 

more fully, stakeholder organisations within the Council‟s Equality and Diversity 
Forum were trained in the purpose and requirements of the Equality Act 2010 and 
the Council‟s EIA process to enable them to assist in the process as critical friends. 

 
12.6 In addition, staff in the Council‟s Policy, Community Planning and Public Affairs 

team continue to provide a significant amount of critical friend support to 
Directorate Staff during and after Equality Impact Assessment training.  

  
 
 13. Mainstreaming - Partnership Working 
 
13.1 In addition to this, partnership working within service delivery has continued to 

expand. Notable examples that relate to the Licensing Board include: 
 

 The recent Community Planning Alcohol and Drugs Strategy with the 
Partnership EIA completed using the Council‟s EIA Template. 

 The Council contributed to the development of outcomes within the “Towards 
a Mentally Flourishing Ayrshire and Arran” Strategy and have been taking 
forward agreed actions within the Ayrshire Equality Partnership. 

 In partnership with NHS Ayrshire and Arran the Council participates in the 
Breast Feeding friendly scheme e.g. the provision and promotion of a breast 
feeding room within County Buildings. 
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13.2 The Council has also worked with our stakeholders within equality initiatives e.g.: 
 

 In 2012 the South Ayrshire Access Panel provided training to Architects and 
Planning Staff across the three Ayrshire councils on inclusive design and 
published accessibility guides for the main towns of South Ayrshire. 
 

 Work on providing accessibility resources has moved on within the last year 
with the DisabilityGo initiative, which is jointly funded by Marks and Spencer 
and the Council. This initiative provides an online accessibility guide for 
residents and visitors of the facilities and venues of interest, including licensed 
restaurants, and premises within the main towns of South Ayrshire and has 
involved disabled people in its development as accessibility surveyors. 

 
 

14. Mainstreaming - Employment 
 

14.1 South Ayrshire Council is committed to providing a working environment which 
values diversity. We want to foster a workplace culture which is free from unlawful 
discrimination, harassment, victimisation or bullying and where all employees and 
the wider community they serve are treated with dignity and respect.  

 
14.2 The Licensing Board employs no staff, rather it is serviced by staff employed by 

South Ayrshire Council.  In addition the number of staff that service the Board is so 
small that to separate out employment data from the Council‟s employment profile 
by protected characteristic and analysis could result in the identification of 
individual members of staff.  

 
14.3 The Equality and Human Right Commission (EHRC) has further advised that a 

listed authority must take full account of its obligations under the Data Protection 
Act 1998 (DPA) when they gather, store, use or publish personal data and sensitive 
personal data and if it is possible to identify an individual from published data 
(because of small numbers) this may be a breach of the DPA if it is published 
without consent or in breach of any of the other principles of the DPA. Therefore for 
all employment matters, including the Licensing Board workforce profile and 
analysis, is contained in the South Ayrshire Council employment report attached as 
Appendices 7 and 8. 

 
14.4 Similarly the Councils Equal Pay Statement applies to staff serving the Board and 

is shown in Appendix 5. 
 

14.5 The Council as the employer for the Licensing Board, has made progress in 
fostering an inclusive working environment and mainstreaming equality by: 

 

 Introducing a range of policies and practices (including Flexible Working, 
Equality at Work and Supporting Mental Wellbeing in the Workplace), which 
promote equality at work, foster a positive working environment and eliminate 
unlawful discrimination, harassment and victimisation. All policies which 
impact on employees have been developed in consultation with Trades 
Unions. 

 Mainstreaming equality into corporate training and development, including into 
all Management Essentials and Employee Essentials courses. 
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 Developing and delivering role specific training on equalities for roles such as 
Head Teachers, school and nursery staff and customer services advisors. 

 Introducing Mentally Healthy Workplace training which has been accredited by 
the NHS to raise managers‟ and employees‟ awareness of mental health 
issues at work. 

 Setting up an Equality Champions Network to promote equality across all 
Council services. Equality Champions are drawn from a wide range of 
services and act as a key point of contact for employees who wish to raise 
issues relating to equality at work. These Champions meet quarterly and are 
undergoing a training programme to familiarise themselves with key issues 
affecting protected groups.  

 Providing employees who have a particular characteristic, such as disability, 
with an Employee Equality Forum. This Forum meets quarterly and enables 
employees who are personally affected by particular characteristics or who 
have an interest in particular characteristics, to discuss and raise workplace 
related issues. 

 Including Equality as a core competency in our Performance and 
Development Review system. 

 Including questions on fairness at work related to protected characteristics in 
our 2012 Employee Opinion Survey. 

 Providing work experience and a range of Modern Apprenticeships for young 
people. 

 

 

 

15. MAINSTREAMING - PUBLICATION ARRANGEMENTS  

15.1 The information provided as part of this strategy will be published on the council‟s 
website following approval by the council.  Subsequent mainstreaming reports will 
continue to be presented to council and published after approval as part of the 
council‟s performance reporting procedures, but as a minimum not later than 30 April 
2015 and at intervals of not more than two years. 
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Appendix 1: THE NATIONAL AND LOCAL PROFILE OF PROTECTED 

 CHARACTERISTICS 

This annex presents a profile of key equality characteristics drawing on available data 
sources. Discussion pertains to: 

 age,  

 disability including being a carer,  

 race and ethnicity, 

 gender and gender re-assignment,  

 faith or belief,  

 sexual orientation, 

 marital status, 

 socio-economic group, child poverty and health inequalities, and  

 access to services in rural areas. 
 

Age  
Since October 2006, age discrimination has been unlawful in employment, training and 
education.   Partly because people are living longer and private sector pensions have 
become less generous, age-related discrimination in respect of employment is a growing 
issue.  However, as other national studies have shown, discrimination against older 
people can extend beyond employment to the provision of services, including health 
care1,2.   
 
By 2009, estimates of the South Ayrshire population by the General Registers Office for 
Scotland showed that people over the age of 44 made up nearly 50% of the population, 
while those aged over 60 accounted for about 28% (see Figure 1). However, population 
projections show that the resident population will continue to get older for the next 25 
years, as shown in Figure 2.  By 2033, people aged 65 and over are expected to make up 
more than a third of the population (34.4%), with implications for both employment and 
public services.   
 

Figure 1: Distribution of Population by Age and Gender in South Ayrshire in 
2009 

 
Source GRO Scotland 

                                                
1
 King’s Fund.  Age Discrimination in Health and Social Care. 

2
 Help the Aged (2004).  Everyday Age Discrimination.  What Older People Say. 
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Figure 2: Population Projections for South Ayrshire by Age Group between 
2008 and 2033 

Source:  GRO Scotland, 2008-based Population Projections 
It is important to recognise that age discrimination is not merely something that is 
confined to older people.  Across the UK, there are estimated to be 50,000 young 
adults under the age of 18 who are looking after a parent with a physical disability 
or a mental illness or who are caring for a brother or sister with learning difficulties3.  
In many cases, they receive little or no support from public agencies.  Although, 
based on the national evidence it would be reasonable to assume a similar picture 
exists in South Ayrshire.  
 
 

 Disability 
It has been suggested that as many as 1 in 5 people in Scotland experience some 
form of disability4 but no reliable figures exist.  In the first place, most definitions of 
a “disability” are rather imprecise and not widely known or understood. The Equality 
Act 2010 defines that “A person has a disability if s/he has a physical or mental 
impairment which has a substantial and long-term adverse effect on their ability to 
carry out normal day-to-day activities  
 
A baseline survey conducted by Glasgow University for the Disability Rights 
Commission Scotland in 20015 estimated that around 800,000 people or 16% of the 
population were disabled.   
 
 

                                                
3
 The Princess Royal Trust, http://www.carers.org/local/scotland/ayr/ 

4
 Scottish Government.  Key Facts about Disabled People.  

http://www.scotland.gov.uk/Topics/People/Equality/disability 
5
 S Riddell and P Banks (2001).  Disability in Scotland: A Baseline Study.  Strathclyde Centre for Disability 

Research, Glasgow University. 
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Estimates from the Census and the Scottish Household Survey 
 
The 2001 Census sought information on all people “who perceive that they have a 
limiting long-term illness, health problem or disability which limits their daily 
activities or the work that they can do, including problems that are due to old age”. 
Twenty-three thousand seven hundred and forty eight people in South Ayrshire 
reported that they had so-called limiting long-term illness.   The age breakdown of 
these people, together with the percentage of the age group accounted for by them, 
is presented in Table 1 overleaf.  Nearly half are over pension age.  Based on self-
reported assessments of disability, these figures imply that 21.9% of the population 
in South Ayrshire are disabled, either physically or mentally, to a greater or lesser 
degree.   
 
Although only based on a sample of the population, an estimate of the disabled 
population can also be gained from the Scottish Household Survey 2007.  For 
Scotland as a whole, the results of the survey (presented in Table 2) indicate that 
around 18% to 19% of people have a long-term illness or disability.  Accepting a 
similar percentage for South Ayrshire would imply an equivalent figure of  
20,000-21,000.   
 
Table 1: Age Distribution of the Population in South Ayrshire with Limiting 
Long-Term Illness in South Ayrshire in 2001 
 

Age Group % of All People with 
Limiting Long-Term 
Illness 

% of Age Group 

0-4 0.6 2.4 

5-15 2.9 4.4 

16-34 7.9 7.5 

35-49 13.8 12.7 

50-59 16.9 24.4 

60-64 10.7 37.1 

65-84 40.7 49.5 

85+ 6.5 74.2 
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Table 2: Percentage of Men and Women in Scotland by Age with a Disability 

or a Long-Term Illness According to the 2007 Scottish Household Survey 

Age Group % of Males % of Females 

    0-9 5 3 

10-19 7 5 

20-29 5 6 

30-39 10 9 

40-49 12 15 

50-59 22 26 

60-69 35 32 

   70+ 48 52 

All ages 18 19 

 
Breakdown of Disability by Type 
Trying to get estimates of numbers with different types of disability is very difficult, 
although the 2011 Census, once available, will provide more information.  During 
2003, the Scottish Executive used the Labour Force Survey to gain estimates of the 
proportion of the working age population by type of disability6.  The profile of 
disability within the population of working age in Scotland is shown in Table 3.   
 
Table 3: Percentage of Disabled People of Working Age in Scotland by Type 
of Health Problem, 2003 
 

TYPE OF HEALTH PROBLEM % of Disabled Population 

Physical Impairments  

       Arms, hands, legs & feet, back & Neck  
      (incl Arthritis & Rheumatism) 

32 

       Chest, breathing problems, asthma, bronchitis 12 

       Heart, blood pressure, circulation 12 

       Stomach, liver, kidney, digestion 5 

       Diabetes  5 

       Skin conditions, allergies 2 

Hearing, Visual or Speech Impairments      

       Difficulty in seeing (with glasses), hearing or        
speech 

3 

Mental Disorders  

       Depression, bad nerves 8 

       Mental illness, phobias, panics & other 
nervous disorders 

3 

       Epilepsy 2 

Learning Difficulties  

        Learning difficulty 2 

Progressive illness  

        Cancer, multiple sclerosis, symptomatic HIV, 
        Parkinson‟s Disease, muscular dystrophy 

5 

Other problems, disabilities 9 

TOTAL 100 

Source:  Labour Force Survey 2003 
                                                
6
 Equality in Scotland – Disabled People.  Scottish Executive, 2000. 
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From this table it would appear that the physically disabled comprise the largest 
proportion of the disabled workforce.  However, these figures are not entirely 
consistent with those from the Department of Work and Pensions‟ longitudinal study 
of Incapacity Benefits (IB) claimants and their reasons for claiming IB7. The results 
from 2009 are presented in Figure 3.  This shows that mental and behaviour 
disorders account for nearly half the successful claims.  
 
Figure 3: Breakdown of Reasons for Claiming Incapacity Benefit, UK Figures, 
2009 
 

 
 

These statistics present only part of the story, as they do not include  those 
diagnosed with cancer, HIV or multiple sclerosis as potentially disabled who are 
now included under the new definition.  In the case of HIV and multiple sclerosis, 
the numbers of people in Scotland are small, with only around 5,700 people being 
HIV-positive in 20088 and around 5,600 people diagnosed with multiple sclerosis9.  
However, the prevalence of cancer is much higher.  In December 2009, it was 
estimated that around 60,000 men and 85,000 women in Scotland were living with 
cancer10; however, only about a third of these are of working age. 
 
Information on disabilities in the population of pensionable age (65+) is more 
fragmented.  However, some impression of the range of disabilities among older 
people in Scotland can be gauged from a breakdown of people over 65 receiving 
home care in 2002, as reported in the Community Care Statistics11.  These figures 
are presented in Table 4 for both Scotland and South Ayrshire. From this it can be 
seen that physical disabilities account for well over 70% of the cases, but as noted 
above these figures exclude people with cancer, which affects 1 in 10 of all 
residents aged over 65.  

                                                
7
 http://www.poverty.org.uk/13/index.shtml 

8
 HIV Scotland, http://www.hivscotland.com/index.php?controller=Default&action=ShowContent&pageid=21 

9
 ISD Practice Team Information, 2010. 

10
 ISD (2009).  Cancer in Scotland.  NHS Scotland, December 2009 

11
 Scottish Community Care Statistics, 2002.  Scottish Executive, 2003.  2002 was the last occasion when this 

publication was produced. 
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Table 4: Client Group Breakdown of People Aged 65+ Receiving Home Care in 
Scotland and South Ayrshire in 2002 
 

Client Group Scotland South Ayrshire 

Numbers % of All 
Home 
Care 
Clients 

Numbers % of All 
Home 
Care 
Clients 

People with dementia   3339     6   176   17 

People with mental health 
problems 

  1064     2     40     4 

People with learning disabilities   1620     3     13      1 

People with physical disabilities, 
including frailty due to old age 

42402   77   783   77 

People with HIV/AIDS, alcohol or 
drug problems 

    291     1       7     1 

People in other vulnerable groups   5914   11       1    0 

Total 54630 100 1020 100 
 

Source:  Scottish Community Care Statistics 2002 
 
 
 
Financial Disadvantage of Disability 
 
Disability is also linked to poverty and deprivation.  Only 48% of disabled people in 
Scotland are in work, compared to 75% of non-disabled people12 and Scotland has 
more disabled people looking for work than the rest of the UK13.  The low 
employment rates are both a direct reflection of discrimination and an indirect 
reflection of the fact that disabled people are less well qualified as a group.  Thus, 
disabled people are more than twice as likely as non-disabled people to have no 
qualifications (26% as opposed 10%)14.  The outcome is that disabled people are 
more likely to experience poverty. 
 
In 2007-08, 24% of individuals in disabled households in Scotland were in poverty, 
compared with just 14% for non-disabled households15.  For many disabled people, 
there is also an issue of barriers, from access to services and shops to using public 
transport, that impede them from leading normal, independent lives16. 
 
The Scottish Household Survey 2007-08 suggests that there is a strong correlation 
between the household‟s economic status and the presence of one or more adults 
in the household with either a disability or long-standing illness.  This is evident 
from Figure 4.   While households with one or more people with a long-standing 

                                                
12

 Scottish Government (2010).  Helping Disabled People into Work.  Press Release, 23 February 2010. 
13

 Joseph Rowntree Foundation (2009).  Work and Disability: Scotland.  
http://www.poverty.org.uk/s45/index.shtml 
14

 Scottish Government.  Key Facts about Disabled People.  
http://www.scotland.gov.uk/Topics/People/Equality/disability 
15

 Scottish Government. Poverty and Income Inequality: Key Scottish Income and Poverty Figures.  
http://www.scotland.gov.uk/Topics/Statistics/Browse/Social-Welfare/IncomePoverty/CoreAnalysis 
16

 Disability Agenda Scotland (2010).  Manifesto 2010: A Better Society for Disabled People in Scotland. Match 
2010. 
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illness make up 33% of the households surveyed in 2007-08, they made up 40%-
50% of all households with an annual net income of £15,000 or less.  This 
impression is reinforced, if the percentage of all households in a particular income 
class needing regular care or help is examined.  The results presented in Figure 5 
show that, whereas 14% of all households surveyed in 2007-08 required regular 
care, this proportion increased to around 20% for all households with a net annual 
income of under £15,000 per year and fell to under 5% for households having a net 
annual income in excess of £30,000. 
 
 
Figure 4:  Percentage of Households Containing One or More People with a 
Long-Standing Illness or Disability by Net Annual Income, 2007-08 
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That this picture is reasonably representative of South Ayrshire can be seen if the 
distribution of people with a limiting long-term-illness by socio-economic group at 
the 2001 Census in South Ayrshire is examined (see Table 5).  This indicates that 
people with a disability are concentrated in the lowest socio-economic groups.  
Nearly 41% of all people with limiting long-term illnesses had never worked or were 
among the long-term unemployed and another 40% were „not classified‟.  In 
contrast, a mere 8% were to be found in higher or lower managerial occupations 
 
 
Figure 5: Percentage of Households with One or More People Requiring 
Regular Care by Net Annual Income, 2007-08 
 

0

5

10

15

20

25 0-6000

6001-10000

10001-15000

15001-20000

20001-25000

25001-30000

30001-35000

35001-40000

All

 



23 
 

Table 5: Percentage Distribution of People with Limiting Long-Term Illness by 
Socio-Economic Group in South Ayrshire in 2001  
 

Socio-Economic Group % of All People with a 
Limiting Long-Term 

Illness1 

Higher Managerial & Professional Occupations 7.0 

Lower Managerial & Professional Occupations 8.3 

Intermediate Occupations 8.8 

Small Employers and Own Account Workers 12.8 

Lower Supervisory & Technical Occupations 12.2 

Semi-Routine Occupations 12.3 

Routine Occupations 15.7 

Never Worked & Long-Term Unemployed 40.8 

Not Classified2 39.6 

All Groups 21.2 

Source:  2001 Census 
Notes: 1 Figure expressed as a percentage of 16-74 year old occupation in each 
socio-economic group 
            2Not classified includes people who not been coded, those who cannot be 

allocated to a Socio-Economic Group and all full-time students. 
  
 
Being a Carer 
 
Increasingly, the provision of informal care at home for the elderly and disabled is 
becoming recognised as an equality and human rights issue.  At the 2001 Census, 
around 12,000 people (about 10% of the population) in South Ayrshire reported that 
they provided some form of informal care to family members or neighbours. We 
expect this picture to be reinforced when the results of the 2011Census are 
published. Of these who reported being a carer, around 60% were over the age of 
45 and 25%-30% were over the age of 65.  However, these 12,000 represent a 
partial picture.   
 
Research has shown that the turnover in carers is high.  Every year, around  
30%-40% of informal carers in Britain stop providing care and a similar proportion 
take on a caring role17.  In total, about 6 out of 10 adults will provide unpaid care 
sometime during their life and at any time 1 in 6 adults is providing some form of 
care for a family member or neighbour. 
 
Large numbers of these carers are reported to be living in poverty, suffering poor 
health themselves and experiencing social isolation.  In 2008, Baroness Campbell, 
Chair of the Disability Committee of the Equality & Human Rights Commission, 
observed that eligibility criteria for formal (public) care were being tightened, 
pushing an increased proportion of the care burden onto families and the 
community18.  For one group – grandparents - the Equality & Human Rights 
Commission has expressed a concern that their needs are not being recognised by 

                                                
17

 Hirst, M (2002).  Transitions to informal care in Great Britain during the 1990s.  J. Epidemiol. Community 
Care, 56, 579-597. 
18

 Baroness J Campbell (2008).  Social Care as an Equality and Human Rights Issue.  Speech delivered to the 
IPPR ‘Power to carers and users’ event, 19 February 2008 
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society in its desperation to fill the „care gap‟19.  Particularly, in families most at risk 
of poverty, grandparents are under increasing pressure to take on a caring role.  
One in three families are now believed to rely on grandparents for childcare, rising 
to 1 in 2 for single parent families.  One in three of family carers will give up paid 
work and a further 30% will reduce their paid working hours.  As a consequence, 
there is a need to consider the impact of care not just on the individual looked after, 
but also on the carer‟s life.    
 
 

 Race and Ethnicity 
 

Strathclyde Police crime statistics for South Ayrshire show a fairly steady rise in the 
number of reported cases of racially aggravated conduct and harassment from 26 
in 2002-03 to 78 in 2009-10.  This may be a reflection of the rising profile that racial 
harassment and discrimination is receiving rather than any underlying social trend.  
However, it is symptomatic of the discrimination that minority ethnic groups 
experience.  Moreover, although the figure of just under 80 reported cases of racial 
harassment in the most recent year seems small, it assumes greater significance 
when it is noted that the 2001 Census indicated that ethnic minority groups (non-
whites) account for just 0.7% of the population or 750 people.  Closer inspection of 
the ethnic breakdown in 2001, presented in Table 6 overleaf, reveals that people of 
Indian and Chinese origin account for half of this total.  However, a person from an 
ethnic minority group is as likely to have been born in the UK as abroad.  Thus, 
44% of Indians, 49% of Pakistanis, 40% of Chinese and 58% of those from other 
ethnic origins reported that they were born in the UK.  In total, 49% of the ethnic 
minority community in South Ayrshire was born in the UK.   
 
Significant inward migration from the EU Accession Countries post 2001 is likely to 
have modified this picture a little.  While National Insurance registrations suggest 
that the numbers of EU nationals in-migrating into South Ayrshire are small, there is 
evidence of an increase in the Polish community.  However, there is growing 
anecdotal evidence that much of this inward migration was temporary and the last 
couple of years have seen an outflow.  The actual position will only become clear 
when the results of the 2011 Census are published. Nevertheless, even in 2001, 
around 2,500 people of „white‟ ethnic origin in South Ayrshire were born outside the 
UK and of these 52% came from Europe.  

                                                
19

 Equalities & Human Rights Commission (2010).  Protect, Support, Provide: Examining the Role Played by 
Grandparents in Families at Risk of Poverty.   2 March 2010. 
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Table 6: Ethnic Breakdown of the South Ayrshire Population in 2001 
 

Ethnic Group 
 

No % Ethnic Group No % 

White Scottish 101639 90.67 Other South Asian         31   0.03 

Other White British     7635   6.81 Chinese       208   0.19 

White Irish       882   0.79 Caribbean         15   0.01 

Other White     1178   1.05 African         38   0.03 

Indian       181   0.16 Black Scottish or 
Other Black 

          9   0.01 

Pakistani         61   0.05 Any Mixed 
Background 

      142   0.13 

Bangladeshi           2   0.01 Other Ethnic 
Group 

        76   0.07 

 
 
The „migrant‟ nature of the ethnic minority community is also reflected in the age 
and sex distribution of this population sub-group compared to the population as a 
whole as reported.  Figure 5 overleaf shows the comparative age distribution of the 
ethnic minority population in 2001 compared to the whole resident population.  It is 
evident that 50% of the ethnic minority population is under 30, compared to 33% in 
the population as a whole.  At the same time, 53% of the ethnic minority community 
in 2001 was male, compared to 47% of all residents. 
 
 
Figure 5: Age Distribution of Ethnic Minority and Total Populations in South 
Ayrshire in 2001 

Source:  2001 Census 
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One of the limitations of Census data is that it does not separately record the 
number of gypsies/travellers or refugees/asylum seekers.  According to the January 
2009 report on the twice yearly count of gypsies and travellers20, there were 9 
gypsy/traveller households in South Ayrshire, out of a total of 497 in Scotland.   The 
9 households accounted for a total of 33 people, of which 42% were under the age 
of 16.  All 8 of the Council‟s pitches were occupied at this point in time and there is 
a waiting list..  Over 75% of the Council pitches had been occupied for more than 5 
years by the same family.  Despite the waiting list, the reported number of 
unauthorised encampments in South Ayrshire on the day of the count in January 
2009 was 1. 
 
As regards refugees and asylum seekers resident in South Ayrshire, no figures are 
available.  However, the numbers are likely to be small as the bulk of asylum 
seekers in Scotland are housed in Glasgow and those acquiring „refugee‟ status 
tend to migrate south to England21. 
 
 

 Gender and Gender Re-assignment 
 

Sex discrimination, especially in respect of working women, is still a national issue 
albeit that within South Ayrshire Council significant progress has been made in 
recent years towards eradicating this..  In Scotland, the latest available statistics 
indicated that in 2006, 14,250 claims were made to industrial tribunals for sex 
discrimination, mostly by women.  This represents 1 case for every 100 females in 
work22.   More recently, the Equalities & Human Rights Commission has estimated 
that a gender pay gap continues to exist, with full-time female workers earning 
12.2% less than equivalent male workers.  For part-time workers, the differential is 
32%23. Within South Ayrshire Council the gender pay gap is much smaller (1.34%) 
reflecting the importance the Council places on addressing this issue.   The most 
recent population estimates for South Ayrshire from the General Register Office for 
Scotland (GROS) for June 2009 indicate that 52% of the population was female and 
they accounted for 47% of the workforce24.   
 
However, discrimination is not simply a female experience.  The Equality & Human 
Rights Commission has reported evidence that the majority of people (62%) 
regarding themselves as „transgender‟ have experienced harassment at school and 
in the workplace25.  Currently, neither GROS nor the Census ask people whether 
people regard themselves as „transgender‟.  The Equalities & Human Rights 
Commission‟s Trans Research Review26 in 2009 noted that the Gender Identity 
Research and Education Society reported in a Home Office funded study that the 
number of „transgender‟ people in the UK was between 300,000 and 500,000.  This 
represents a prevalence rate of 600 to 1000 per 100,000 populations.  Of these 

                                                
20

 The Scottish Government (2009).  Gypsies/Travellers in Scotland:  The Twice Yearly Count, No 15, January 
2009.   
21

 COSLA Strategic Migration Partnership 
22

 Scotland on Sunday, 30 July 2006 
23

 Equalities and Human Rights Commission (2010).  40 Years since the Equal Pay Act and Scotland’s Women 
are still Paid less than Men.  Press Release, 28 May 2010. 
24

 NOMIS 
25

 Morton, J (2008).  Transgender Experiences in Scotland.  Research Summary, Scottish Transgender Alliance. 
26

 Mitchell, M & Howarth, C (2009).  Trans Research Review.  Manchester: Equality and Human Rights 
Commission. 
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80% are believed to be assigned as boys at birth.  Applying this incidence to South 
Ayrshire, it would imply that in 2009 there were between 670 and 1,110 „trans‟ 
people in the local area; between 540 and 880 will be classed in the general 
population statistics as males.  This suggests that the population breakdown by 
gender in 2009 is as shown in Table 7. 
 
Table 7:  Estimated Breakdown of Population of South Ayrshire in 2009 by 
Gender (including Transgender) 
 

Males Females Transgender 

47.3% 51.9% 0.8% 

 
 
Despite considerable focus through earlier legislation, the national picture is still 
one of widespread reported discrimination related to pregnant women and women 
with children.  While no statistics on the incidence of discrimination experienced by 
working mothers are available, in 2009 it is estimated that in South Ayrshire, there 
were 9,000 working mothers with dependent children27. 
 
 

 Faith and Belief 
 
The recorded figures for racially aggravated conduct and harassment include hate 
crime connected with religion, but do not separate out the different types of hate 
crime.  However, research carried out by the Scottish Government in 2004-05 
showed that in the West of Scotland there was a significant level of „religious‟ crime, 
centred around Catholic and Protestant sectarianism28.  Table 8 presents a 
breakdown of respondents in South Ayrshire by faith in 2001.   This shows that the 
most common religion is Church of Scotland.  This is followed by no religion and 
then Roman Catholic.  Non-Christian faiths made up a very small proportion of the 
total responses (0.77%).  However, as Table 9 shows, there is considerable 
diversity in the religious beliefs of different ethnic groups in Ayrshire, so that it is not 
possible to make assumptions about a person‟s religious beliefs from their ethnic 
background. 
 
 
 
 

                                                
27

 Based on the estimate from Scottish Neighbourhood Statistics that 12750 families in South Ayrshire 
claimed Child Benefit, while according to NOMIS 71% of females of working-age in the area were in 
employment in 2009. 
28

 http://news.bbc.co.uk/1/hi/scotland/6187826.stm 
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Table 8: Breakdown of the Respondents in South Ayrshire by Current 
Religion at 2001 Census 

Religion % of Respondents 

Church of Scotland 54.40 

Roman Catholic 9.75 

Other Christian 6.36 

Buddhist 0.09 

Hindu 0.05 

Jewish 0.05 

Muslim 0.12 

Sikh 0.08 

Another religion 0.38 

None 23.43 

Not answered 5.29 

Source:  2001 Census 
 
 
 
 
Table 9: Percentage Breakdown of Religious Beliefs by Ethnic Group in 
Ayrshire at 2001 Census 

Religion Ethnic Group 

White Indian Pakistani 
& Other 
South 
Asian 

Chinese Other 

Church of Scotland 52.54   4.50   4.58   4.33 18.52 

Roman Catholic 11.91   1.64   3.92   2.39 17.73 

Other Christian   5.28   5.11   5.01   7.01 12.79 

Buddhist   0.04   ~1   1.53 19.25   3.48 

Hindu   0.00 17.79   1.31 ~   0.22 

Jewish   0.04 ~   0.44   0.15   1.12 

Muslim   0.03   1.23 64.05   0.15 11.00 

Sikh   0.01 51.33   2.83 ~ ~ 

Another Religion   0.32   1.23   1.74   0.60   1.68 

None 24.19 11.04 10.02 58.81 25.14 

Not answered   5.62   6.13   4.58   7.31   8.31 

Source: Savory, E. (2009) NHS Ayrshire & Arran Single Equality Scheme 2009-12.  
December 2009   
Notes:  1 Denotes the number is not zero, but very small 
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 Sexual Orientation 
 
As a group gays, lesbians and bisexual people are significant in that 80% report 
experiencing discrimination in one form or another29.  However, there are no 
reliable estimates of prevalence and the 2011 Census did not collect information on 
sexual orientation.  For Scotland as a whole Stonewall in 2009 estimated that there 
were 300,000 gay people in Scotland, equivalent to 6% of the population30.   As 
such, the Stonewall figure remains the best guess on the numbers.  Assuming that 
South Ayrshire is representative of the population as a whole, this suggests that in 
2009 there were 6,600 gays, lesbians and bisexuals in the South Ayrshire. 
According to the 2001 Census about 1 in a 100 (68 in total) were cohabiting with a 
partner of the same sex.31  
 

 Marital Status  

The 2001 Census estimated that around 7% of the adult (over 15) population in 
South Ayrshire cohabited, while 54% were formally married. Overall, the living 
arrangements for adults resident in South Ayrshire in 2001 are shown below. 

 

Table 10: Percentage Breakdown of Living Arrangements of Adult Population 
in South Ayrshire in 2009  
 
 

Married Cohabiting Single Separated/Divorced Widowed 

54.39% 7.08% 20.82% 8.20% 9.50% 

 
Since 2001 there are indications that the numbers of couples cohabiting has tended 
to increase from about 8% to 10% nationally32.  Certainly, in Scotland as a whole 
the number of recorded marriages has fallen in the period 2001 to 2008 by about 
3%.  Whereas around 32% of bachelors in 2001 got married, this had fallen to 27% 
in 2008.  The corresponding percentages for spinsters were 36% and 31% 
respectively33.  Another indication of this trend towards cohabitation is the evidence 
nationally that the annual number of divorces is stabilising.  This has been put down 
to more couples cohabiting without getting married34.  For South Ayrshire, up-to-
date information on living arrangements is hard to obtain.  While it is possible to get 
information on the number of marriages performed in 2009 (726) and civil 
partnership ceremonies (3) 35, it is impossible to get an estimate of the number of 
residents divorcing or the number of couples cohabiting.  It will be necessary to 
await the results from the 2011 Census to get this information.  
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 http://www.stonewall.org.uk/sctland/at_home/2798.asp 
30

 http://www.stonewall.org.uk/sctland/at_home/2798.asp 
31

Scottish Parliament Equal Opportunities Committee (2008)  Report on Civil Partnerships Registration, 
Session 2, 25 November 2003. 
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 Scotland’s People: Annual Report – Results of 2007/08 Scottish Household Survey. 
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 GRO Scotland 
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 Social-Economic Group 

 
In recent years, the concept of „social justice‟ has begun to be widely applied from 
issues of poverty and health care through to assessments of flood risks.  The driver 
in many cases for improved social justice is a belief that there should be more 
equality of opportunity than exists currently in our society, whether measured in 
terms of access to education, health care or employment.  As a result, the 
Improvement & Development Agency (IDeA) proposed as part of its framework for 
measuring equalities that there should be a socio-economic dimension, not linked 
to a particular age, gender or racial group, but to „socio-economic classes‟36.  The 
implication of this was that the equality debate should embrace issues connected 
with social deprivation. 
 
Potentially, this extension of the concept of „equalities‟ embraces a wide range of 
issues.  However, in the context of South Ayrshire it may conveniently be narrowed 
to four key policy objectives connected with „closing the opportunity gap‟ and 
highlighted in the Council‟s vision document, “Securing the Future for South 
Ayrshire”, namely: 
 

 reducing the incidence of child poverty; 

 reducing the percentage of 16-19 year olds not in employment, education or 
training; 

 reducing health inequalities between communities, as potentially measured 
by differences in healthy life expectancy; and 

 improving access to services in the more rural areas. 

 
 
Child Poverty 
 
A recent report estimated that 4,500 children in 2,700 households in South Ayrshire 
were living in poverty; this represents very nearly 1 in 5 children within the local 
authority37. Of these 2,750 were to be found in households where neither parent 
has work and included in this figure are some 2,000 children living in lone parent 
households.   The impact of child poverty has been shown to extend beyond 
immediate material deprivation to the whole of a child‟s life.  The likelihood of poor 
educational attainment in both primary and secondary school is much higher for 
children in low-income households, as is the probability that they will leave school 
without any educational qualifications.  There is also evidence that children‟s health 
is affected, with increased risks of infant mortality, illness, accidents and teenage 
pregnancy, while youth crime is both higher and young people are more likely to be 
a victim of crime in the most deprived communities.  The risk of abuse and neglect 
is also greater. 
 
 

                                                
36

 Tuke, A (2008).  Measuring Equality at a Local Level.  Improvement and Development Agency, September 
2008. 
37

 Doyle, C, Sherlock, D and McDowall, R (2009).  Modernising Children’s Services in South Ayrshire:  Pointers 
to the Future.  SAC Internal Report, 23 September 2009. 
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Reducing the Percentage of 16-19 Year Olds Not in Education, Employment or 
Training  
 

A priority for the Community Planning Partnership has been to increase the number 
of young people leaving school and moving into positive and sustainable 
destinations and reduce the numbers who are not in education, employment or 
training (NEET). The level of school leavers becoming NEET has fallen from 25% in 
2003/04 to 11.5% in 2011/12. However, the 2011/12 level is above the Scottish 
Average of 10.1% (source:  Scottish Government Analytical Services Unit – 
Schools).  Research indicates that young people who are NEET for a prolonged 
period are most likely to encounter persistent problems of worklessness and social 
exclusion in later life38.  Over an individual‟s lifetime, it is estimated that the 
additional costs of unemployment, under employment, crime, poor health, early 
motherhood and substance abuse to the economy as a whole amount to £45,000 
per NEET individual39. At the same time, the additional cost to government for each 
NEET individual services was put at £52,000 in the same report.  Thus, tackling the 
NEET population both makes economic sense and is a positive contribution to 
reducing social inequalities. 
 
Reducing Health Inequalities 
One of the best measures of health inequalities is the healthy life expectancy, which 
measures the expected number of years an individual can live in good health.  In 
contrast, life expectancy measures how long the average person will live.  The 
difference between the two measures is an estimate of the number of years of „poor 
health‟.  It has been shown that the average boy born in the 10% least deprived 
datazones in Scotland can expect to live 79 years, 75 of these in „good‟ health and 
4 in „not so good‟ health.  This compares with a life expectancy in the 10% most 
deprived datazones of 66 years, 55 of them in „good‟ health and 10 in „poor‟ health.   
While this shows that people in more deprived areas can expect shorter lives, the 
quality of their life will be poorer, with more years spent in „not so good‟ health.  
Unfortunately figures for healthy life expectancy are only published intermittently 
and then for not geographies below a local authority. 
 
For this reason, to gauge healthy inequalities within South Ayrshire, it has been 
necessary to use the estimates of life expectancy for the 24 Intermediate 
Geography Zones in South Ayrshire.  Specifically, Figures 6 and 7 present the 
distribution of life expectancy for men and women respectively by showing the 
proportion of the population with a given average life expectancy in 200640.   This 
shows that 4% of the male population in South Ayrshire lived in areas with a life 
expectancy of 70 years and nearly a third lived in areas with a life expectancy of 73 
years or less.  In contrast nearly 40% lived in areas with an average life expectancy 
of 77 or more years.  For women, 12% lived in areas with an average life 
expectancy of under 76 years and 30% lived in areas with a life expectancy of less 
than 79 years.  At the other end of the scale, 25% lived in areas with a life 
expectancy of greater than 82 years.  Between the „best‟ and the „worst‟ areas, 
there is roughly a 10 year difference in average life expectancy.  Closing this gap 
would reduce health inequalities. 

                                                
38

 Scottish Executive (2006).  More Choices, More Chances.   
39

 Estimating the cost of being ‘Not in Education, Employment or Training’ at age 16 to 18, DfES Research 
Report RR346 
40

 Taken for the ScotPhO Health Profiles for 2008. 
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Figure 6: Distribution of Male Life Expectancy in South Ayrshire in 2006 by 
Percentage of the Population 

Figure 7: Distribution of Female Life Expectancy in South Ayrshire in 2006 by 
Percentage of the Population 

Access to Services in Rural Areas 
 

In a recent report commissioned by the Scottish Government on improving rural 
services41, access to services was identified as a key issue in Scotland.   Around 
the same time, a detailed examination of rural deprivation and service need in 
South Ayrshire42 was carried out and this highlighted that within the rural parts of 
the local authority there were significant issues regarding the accessibility of key 
public services.   Furthermore, the research showed that nearly a quarter of rural 
households in South Ayrshire did not have a car and so were reliant on public 
transport.  Using the Scottish Government‟s urban-rural classification, Table 11 
shows the mean travelling times to a doctor‟s, the post office and shopping facilities 
for rural and non-rural residents in South Ayrshire by public transport in 2006.  This 
reveals the longer journey times facing rural inhabitants in the local area. 
 
Table 11 
Average Journey Times by Public Transport for Rural and Non-Rural 
Inhabitants in South Ayrshire for Selected Services, minutes 
 

 Rural Non-rural 

GP 13 10 

Post Office 23 6 

Shopping Facilities 26 10 
Source:  Scottish Neighbourhood Statistics 

                                                
41

 Scottish Executive (2006).  Service Priority, Accessibility and Quality in Rural Scotland.  Prepared for the 
Scottish Executive by Accent Scotland. 
42

 Doyle, C (2005). Rural Deprivation and Service Need in South Ayrshire.  Internal SAC Report, May 2005. 
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Appendix 3 Example of a Completed Equality Outcome Template 

EO1 - Improved opportunities for people to participate in shaping services 

 
National strategic 
outcome 

NO 15.  Our public services are high quality, continually improving, efficient and responsive 
to local needs 
 

Single Outcome 
Agreement 
 

LO18.  Our public services are efficient, forward looking and ambitious 
 

Council‟s Vision 
 
 

 
 

Services 
 
 

Licensing Board 

Protected 
Characteristics/ SAC 
Theme 
 

All Protected Characteristics  
SAC Themes – Health and Well Being, Human Rights, Rurality and Deprivation 
 

General Equality 
Duty: 

Eliminated Discrimination & Harassment  
Advance Equality of Opportunity 
Foster Good relations 
 

Rationale: Why is this 
Equality Outcome 
important 
 
 
 

The Equality and Diversity Forum identified as its first high level priority the need to involve and 
consult more widely on the development and provision of services 
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Equality outcome 
Long-term 
(5-10 years) 

 LEO 1   Improve involvement and consultation on the development and provision of services  

Equality Outcomes 
Medium Term  
(3–4 years) 

 

Equality Outcomes  

Short term  

(1-2 years) 

EO1: Improved opportunities for people to participate in shaping services 
 

National partners contributions to 
outcomes 

Local Partners contributions to outcomes 

 SOLAR 

 

 Police Service 

 Ayrshire and Arran NHS Board 

 Alcohol and Drug Partnership (ADP) 

Outputs  Improved practice 

 

 Policy better reflects the communities‟ concerns 

Activities  Regular correspondence and meetings 
with the above noted organisations  

 Working collaboratively to share best 
practise 

 Involvement with the SafeAyr initiative to shape Licensing 
Policy 

 

 Council Services Contribution to Outcomes (Additional to above) 

Outputs A new Licensing Policy Statement will be published in December 2013 

Activities 

 

 During 2013 there will be a consultation on Licensing Policy will be open to all members of the public to 
contribute. 

 Regular (quarterly) meetings of the Local Licensing Forum will continue to consider the Board‟s 
implementation of its policy and Forum members have an opportunity to provide suggestions and raise 
any issues of concern. 
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Progress Report 

Indicators 

 

Baseline and Year Progress & Date  

Number of meetings of the Local 
Licensing Forum 
 
 

   

Licensing Policy Published 
 
 

2013   

Attendance at SOLAR meetings 
 

   

 
 
 

   

 
 

   

Summary of Achievement 

 

 

 

Lessons we have learnt 
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APPENDIX 4 – LICENSING BOARD CONTRIBUTION TO THE STRATEGIC OVERVIEW OF COUNCIL FUNCTIONS & PROGRESS 
TOWARDS MEETING THE GENERAL EQUALITY DUTY 
 

Evidence is available on all items shown below. 
KEY: ED - eliminating discrimination   Adv - advancing equality of opportunity   FGR - fostering good relations. 
 

Gathering Information across protected Characteristics 
 

Duty 

The Council‟s Research Officer conducted research on our local communities by protected characteristic and 
South Ayrshire Council equality themes, to provide an equalities profile as the basis of developing our Equality 
Outcomes.The data gathered on each protected characteristic was then discussed within workshop sessions 
of the South Ayrshire Equality and Diversity Forum and stakeholder representatives of each protected 
characteristic were asked to provide any further data that was available from their respective organisations. 
 
The employee recruitment process includes completion of an equal opportunities questionnaire which collects 
information across all protected characteristics. However, completion of the questionnaire is voluntary and 
therefore tends to be incomplete. 
 

 
ED/AEO/FGR 
 
Employment 
 

Consultation and Engagement 
 

 

Employee Surveys have been conducted and the 2012 Employee Survey contained specific equalities 
questions. 

 I believe the Council provides a positive workplace environment for employees 

 I believe SAC treats me equally regardless of age 

 I believe SAC treats me equally regardless of disability 

 I believe SAC treats me equally regardless of gender or sexual orientation 

 I believe SAC treats me equally regardless of race 

 I believe SAC treats me equally regardless of religion or belief 

 I feel valued and respected as an employee. 
 

Since 2010 the Council has been developing a strategic and sustainable consultation and engagement 
framework in line with the aims and objectives of the Council‟s Corporate Plan.  The draft Strategy will be 
considered by Council in April 2013 and after approval will be available on the Council‟s website to provide 
more detailed information on how qualities is mainstreamed in the Council‟s consultation and engagement 
arrangements. 

ED/AEO 
 
Employment  
 
 
 
 
 
 
 
ED/AEO/FGR 
 
 
 
 
ED/AEO/FGR 
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The Council‟s Customer Services Strategy will ensure that community accessibility needs are better 
understood e.g. Listening to You is the Council‟s proactive approach to handling comments and complaints 
to show us where we are not achieving what people expect of us, and where we are failing to meet our own 
standards and thereby give us a chance to improve our service.  
 

Equality Impact Assessment 
 

 

The Council‟s Panel Report Procedure requires each report within its Equalities Section to assert whether the 
policy or procedure requires an EIA and if so as a minimum the Summary of how the policy takes forward the 
three needs of the general equality duty is appended. 

 

ED/AEO/FGR 
throughout as 
detailed within 
the summary of 
individual EIAs. 
 

Partnership Working and Partnership EIA 
 

 

 
Community Planning Alcohol and Drugs Partnership EIA completed using the Council‟s EIA Template. 
 
The Council contributed to the development of outcomes within the “Towards a Mentally Flourishing Ayrshire 
and Arran” Strategy and have been taking forward agreed actions within the Ayrshire Equality Partnership 
 
In partnership with NHS Ayrshire and Arran, the Council participates in the Breast Feeding friendly scheme 
e.g. the provision and promotion of a breast feeding room within County Buildings 
 

 
ED/AEO 
 
ED/AEO 
 
 
ED 
 

Reporting Progress to Council 
 

 

Leadership Panel receives updates on equality SPI‟s  e.g. gender segregation  
 

 

ED/AEO 
 

Reporting Progress to Community and Staff 
 

 

Team Briefing is used to communicate corporate information 
The Council calendar provides information on and highlights progress on selected Council services  

AEO/FGR  
for all items 
 

Training – Employee and Elected Member 
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Training for employees on equality and diversity is provided from induction training and then as part of PDR 
through the online facility - COAST or bespoke programmes where COAST is not suitable.  Equality training 
course titles & completion rates by the end of 2012 were as follows: 

 Equalities for Employees – 253 employees have completed. 

 Bespoke programmes – Neighbourhood Services, Community Development, Education, 
Corporate Services etc – 359 

 Managing Equalities – 58 managers have completed. 

 Equality Impact Assessment Training – 50 managers have completed. 

 Visual Impairment Awareness Training – 40 managers and staff completed introductory training 
which was delivered by “Visibility” a visual impairment voluntary organisation, and follow-up training 
was arranged for the Customer Services Team. 
  

In addition, 993 managers attended a range of management essentials courses (Discipline, Grievance, 
Maximising Attendance) which are all underpinned by Equalities legislation. 
Elected members have their training needs discussed upon election to office and receive regular updates e.g. 
Equality Act Briefings and EIA procedure training. 
 

ED/AEO/FGR 

Equality Champions 
 

 

Equality Champions from each Directorate meet quarterly and in addition to equality training at each meeting 
there are regular updates and presentations on the Equality Act/ General Duty and Specific Duties. 
 

ED/AEO/FGR  
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Appendix 5 - EQUAL PAY POLICY STATEMENT FOR THE COUNCILAND 
LICENSING BOARD 

18.1 South Ayrshire Council is committed to the principle of equal pay and grading for all 
our employees and aim to eliminate any gender bias and any other form of 
discrimination in our pay and grading systems. 
The Council recognises that women and men in the workforce should receive equal 
pay for work of equal value and that this principle is enshrined in both UK and 
European law.  
 

18.2 This Equal Pay Statement sets out our approach to ensuring equality of pay.  In 
accordance with the national single status agreement, South Ayrshire Council 
evaluated all relevant jobs using the jointly recommended objective, analytical job 
evaluation scheme and the relative values were applied through the Council‟s pay 
and grading model to Local Government Employees and Craft Workers in 2009.  
 

18.3 This Equal Pay Policy Statement is based on the key principles of equity, equality, 
inclusion, engagement, partnership, transparency and shared responsibility. 
 

 Aims 
18.4 We are committed to ensuring equal pay structures for all our employees and will 

continue to: 

 Conduct regular equal pay audits to monitor the impact of our pay and grading 
structure and eliminate any unfair, unjust or unlawful practices that impact on 
pay and grading 

 Provide training and guidance for those involved in determining pay 

 Inform employees of how their pay is determined 

 Respond to job re-evaluation requests in line with our policy on Job Re-
evaluation and in accordance with the Statutory Code on Equal Pay 

 Consult with the recognised trade unions, as appropriate 

 Publish progress reports on the implementation of this Equal Pay Policy 
Statement in compliance with the Equality Act 2010. 

 Publish our gender pay gap annually. This is determined by calculating 
women‟s overall average pay and grading as a percentage of men‟s. 

 Monitor the concentration of women in particular roles(occupational 
segregation usually characterised by lower levels of pay and grading than in 
those numerically dominated by men) 

 
 Legislation 
18.5 This Equal Pay Statement was produced in accordance with the Equality Act 2010 

and the statutory code on Equal pay. This Equal Pay Policy Statement contains 
principles that are underpinned by council policies, guidance, Codes of Practice, the 
council's equality policy and national schemes such as those from the Scottish 
Negotiating Committee for Teachers (SNCT). 
 

 Equality Policy 
18.6 The Council‟s Equality at Work Policy is provided in Appendix 9     
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APPENDIX 6   EMPLOYEE RELATED EQUALITY OUTCOMES 

Developing Our Employment Equality Outcomes 
 

In identifying our equality objectives, we have used the equality data gathered on our 
job applicants, employees and leavers, as well as comparative data for the 
population of South Ayrshire.  In addition, we have reviewed the feedback from our 
Employee Opinion Survey which was conducted in 2012.  
 

Analysis of Workforce Data 
 
Analysis of available workforce data has highlighted a number of issues which we 
must address as an organisation. Firstly, there are data gaps across protected 
characteristics, with limited data on characteristics such as religion and belief, 
transgender, and sexual orientation. There are also areas where categories of data, 
such as age categories, are not aligned, making it difficult to compare recruitment 
statistics with data on the workforce profile.  
 

In order to gain a meaningful and comprehensive overview of our workforce and 
identify any areas of inequality, we must take steps to improve the range of data we 
collect. The data has also highlighted tranches of the organisation where 
occupational segregation by gender is prevalent. While this degree of gender 
segregation is prevalent across the public sector, it is incumbent on us as an 
organisation to take steps to reduce this. The representation of young people in the 
workforce is also low, particularly in the school leavers age bracket. 
 
Feedback from Equality Champions and Employee Equality Forum 
 

Key feedback from Equality Champions and the members of the Employee Equality 
Forum regarding South Ayrshire Council‟s equality outcomes as an employer 
included the need to address areas of occupational segregation by gender within the 
workforce. The Champions also stressed the importance of getting the equalities 
message out to the wider workforce, including providing more guidance for 
managers on managing disabled employees to ensure workplaces are adapted 
appropriately.  
 

Furthermore, they noted the need to raise awareness of all the protected 
characteristics and issues which may impact on the workplace. The Champions also 
noted that the population of South Ayrshire is becoming more diverse and that work 
should be done to ensure greater diversity of applicants to the Council. 
 

This feedback has been used in developing our outcomes and Diversity Champions 
and members of the Employee Equality Forum will be involved on an ongoing basis 
in helping to deliver these outcomes. 
 
Feedback from Human Resources 
 

In developing these outcomes, focus groups were held with HR to identify any key 
areas of inequality or issues affecting employees by protected characteristic. Key 
feedback was around areas of occupational segregation by gender within Services.  
 
Feedback from Trades Unions 
 

Trades Unions were consulted with in the development of our equality outcomes. 
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Feedback from Employee Opinion Survey  
In developing our equality outcomes we also considered feedback from our biennial 
employee opinion survey. This survey was undertaken over a two week period in 
April 2012 and had a response rate of 30%. This is an increase from 28% in 2008 
and 29%  in 2010. The aims and objectives of the survey were to seek the views of 
employees in relation to: 
 

 Direction and Leadership 

 Employee role 

 Performance 

 Culture 

 Communication. 

 
In terms of culture, employees were asked to rate the following statements: 
 

 I believe the Council provides a positive workplace environment for 
employees 

 I believe SAC treats me equally regardless of age 

 I believe SAC treats me equally regardless of disability 

 I believe SAC treats me equally regardless of gender or sexual orientation 

 I believe SAC treats me equally regardless of race 

 I believe SAC treats me equally regardless of religion or belief 

 I feel valued and respected as an employee. 

Analysis of the survey data showed that 60 percent of respondents agreed or 
strongly agreed that the Council has a positive workplace environment. 90 percent 
agreed or strongly agreed that they are treated equally regardless of age. 93% 
agreed that they are treated equally regardless of disability and 93%  agreed that 
they are treated fairly regardless of gender or sexual orientation. 95% agreed they 
are treated fairly regardless of race and 94% agreed they are treated fairly 
regardless of religion or belief. 
The survey demonstrated an increase in employee satisfaction levels with the 
percentage of employees who believe that the Council provides a positive working 
environment rising from 44% to 60%, an increase of 36% from 2010. 
 

However, while the feedback from those who responded to the survey indicates a 
positive culture, there is still a percentage of respondents who feel that they are not 
treated fairly because of a protected characteristic: 
 

 10% of respondents disagreed that they are treated equally regardless of age. 

 7% of respondents disagreed that they are treated fairly regardless of 
disability. 

 7% of respondents disagreed that they are treated fairly regardless of gender 
or sexual orientation.  

 5% of respondents disagreed that they are treated fairly regardless of race. 

 6% of respondents disagreed that they are treated fairly regardless of religion 
or belief.  

This information has been used to inform our equality outcomes. 



46 
 

 

Equality Outcomes 
 

Equality Outcome 1: Employees work in a fair an inclusive environment  
 

Basis 
There are gaps in our equality data which mean it is difficult to identify areas of 
disadvantage faced by people with certain protected characteristics, for example pay 
gaps across the characteristics. 
 
Focus groups with Equality Champions and our Employee Equality forum highlighted 
the need to raise awareness of equalities across the organisation. 
 
Feedback from our Employee Opinion Survey indicated that  some respondents feel 
that they are not treated fairly because of a protected characteristic. 
 
Analysis of data shows that applicants who state they are disabled are less 
successful at interview than applicants who do not. 
 
Activities  
 

 We will hold employee focus groups to elicit further  information  on fairness at 
work with respect to protected characteristics.  

 We will develop and launch a new Equality site on our  intranet to provide 
advice and guidance to managers and employees on all the protected 
characteristics, as well as on rights and responsibilities at work. 

 We will develop guidance on supporting employees related to specific 
characteristics e.g. guidance on supporting transgender workers. 

 We will develop guidance on supporting employees. 

 We will develop further guidance on managing and supporting disabled 
employees. 

 We will consider any positive action measures which will assist 
underrepresented groups in the recruitment process. In identifying measures 
we will consult with our Employee Equality Forum, Equality Champions and 
Trades Unions. 

 We will continue to roll out training on equality for all employees and to further  
mainstream equality into all courses. 

 We will further develop role specific equality training. 

 We will extend our workforce monitoring across protected characteristics to 
reduce gaps and enable us to identify any disadvantage to particular groups. 
We will also ensure that exit interviews are conducted for all employees and 
logged to capture any equality issues. 

 
Success Measures 
 

 An increase in the percentage of employees saying they receive fair treatment 
irrespective of protected characteristic. 

 All employees having completed equality training delivered in a range of ways 
( face to face, on-line etc) 

 The increased availability of data across all protected characteristics.
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Equality Outcome 2: To maximise opportunities for young people to enter the 
workforce. 
 
 
Basis 
 
Youth employment is a key national priority, with the small percentage of employees 
recruited directly from school identified as a key issue.43 
 
Analysis of our workforce has identified that only 1% of our employees are under 18 
and a further 6% aged 18 to 24. 
 
The Council, as part of its strategic objectives, is committed to Maximising the Local 
Economy, a key part of which is increasing opportunities for young people to enter 
the workforce. 
 
 
Activities 
 

 We will consult with young people to identify any steps we can take to 
increase their employability. 

 We will promote the Council as an employer of choice for young people. 

 We will seek to widen occupational areas where we can offer Modern 
Apprenticeships. 

 We will expand our work experience provision. 

 We will review our recruitment advertising procedures to consider further use 
of Twitter and social media sites. 

 We will work with and support local employers to enable young people to gain 
apprenticeships in job roles which the Council does not provide. 

 
 
Success Measures 
 

 An increase in young people being employed by South Ayrshire Council 

 An increase in the number of young people taking part in work experience. 

 An increase in the availability of modern apprenticeships. 

 Young people evaluating employability programmes highly. 

 

 

                                                
43

 
http://www.ourskillsforce.co.uk/sites/default/files/Make%20Young%20People%20Your%20Business%20Dece
mber%202012%20_small.pdf 
 

http://www.ourskillsforce.co.uk/sites/default/files/Make%20Young%20People%20Your%20Business%20December%202012%20_small.pdf
http://www.ourskillsforce.co.uk/sites/default/files/Make%20Young%20People%20Your%20Business%20December%202012%20_small.pdf
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Equality Outcome 3 
 
To increase the representation of men and women in roles where gender 
segregation is evident. 
 
 
Basis 

 In common with many public sector employers, men and women are 
segregated into a range of roles within South Ayrshire Council. The Equal 
Opportunities Committee of the Scottish Government has identified 
occupational segregation as a key equality issue nationally.44 

 Focus groups with Human Resources Officers identified gender segregation 
as an issue in particular areas and the challenges of overcoming this. 

 
Activities 
 

 We will work with partners in Education to remove stereotypical views of 
occupations by gender. 

 We will develop a range of positive action measures to encourage males and 
females into non-traditional roles. This may include publicity campaigns, 
careers events, amendments to our recruitment processes such as where and 
how we advertise posts. 

 We will analyse the percentage of males and females applying for and being 
successful for roles where occupational segregation is prevalent. 

 We will analyse the impact of our recruitment procedures for “segregated” 
roles to eliminate any disadvantage. 

 We will work with services where occupational segregation is prevalent to 
identify any ways in which they can attract applications from the under-
represented gender and dispel any stereotypical views of particular roles. 

 We will review workplace facilities to identify issues such as the provision of 

male and female toilets. 

 We will re-evaluate our youth employability strategy to include the promotion 
of non traditional roles. This may include work experience in a range of areas, 
rather than pupils electing one area such as care or green-keeping. 

 We will work with partners such as the NHS and Police Force to gain 
information on best practice in reducing gender segregation. 

 
 
Success Measures 
 

 An increase in applications from underrepresented candidates. 

 An increase in underrepresented candidates being successful at interview. 

 

                                                
44

 http://www.scottish.parliament.uk/parliamentarybusiness/CurrentCommittees/52317.aspx 
 

http://www.scottish.parliament.uk/parliamentarybusiness/CurrentCommittees/52317.aspx
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Appendix 7 - WORKFORCE MONITORING  
 

1 We recognise that we must ensure that any steps taken to promote equality translate into 
meaningful change for employees and that our duty to advance equality of opportunity is 
an ongoing one. 
 

2 One of the key tools we can use to evaluate the effectiveness of our equality measures is 
to monitor the composition of our workforce. By doing this, we are better able to identify 
any equality issues in employment and take action to overcome any disadvantage. 
Monitoring also enables us to understand the impact of our policies and procedures on 
employees and identify any trends or patterns. 

 

3 We will use our workforce monitoring data to: 

 Identify areas of occupational segregation by gender and consider measures to 
address these. 

 Identify any disparities in the profile of our workforce by protected characteristic. 

 Identify our gender pay gap. 

 Develop equality outcomes to overcome disadvantage and further the equality duty  

 Compare our data with any available national statistics. 

 Identify gaps in workforce data and take steps to address these. 
 

Legal Framework 

4 By embracing the diversity of our employees and maximising their individual potential, we 
can foster innovation, deliver high quality services and create a positive workplace culture. 
As a public body, South Ayrshire Council also has legal obligations under the Public 
Sector Equality Duty to eliminate unlawful discrimination; advance equality of opportunity 
and foster good relations. 

5 Further, the Equality Act 2010 (Specific Duties) (Scotland) Regulations require us to gather 
and publish information annually on the composition of our workforce and on the 
recruitment, development and retention of our employees with respect to their protected 
characteristics. 

6 Non statutory guidance from the Equality and Human Rights Commission on the specific 
duties recommends that organisations work towards gathering and using information 
disaggregated by protected characteristics on the following:  

 Recruitment and promotion 

 Numbers of part-time and full-time staff 

 Pay and remuneration 

 Training and development 

 Return to work of women on maternity leave  

 Return to work of disabled employees following sick leave relating to their disability 

 Appraisals 

 Grievances (including about harassment) 

 Disciplinary action (including for harassment) 

 Dismissals and other reasons for leaving. 
 

7 Where possible, we will report on the aforementioned categories by protected 
characteristic. Where our reporting mechanisms are unable to provide information, we will 
highlight the gaps and take steps to gather the data for our next annual monitoring report.
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Reporting Categories 
 

8 Reporting categories on recruitment and selection are drawn from the National 
Recruitment Portal. Categories have been agreed nationally across all local authorities. 

 

9 Data for our workforce has been drawn from our Oracle HR reporting tool. Reporting 
categories for our workforce are age, gender, race and disability. We do not currently hold 
information on employees by the protected characteristics of religion, sexual orientation or 
transgender status. 

 

10 The employment data presented provides an overview of our workforce profile as at 1 
December 2012 and is structured as follows: 

 Analysis of data by gender 

 Our gender pay gap  

 Analysis of data by disability 

 Analysis of data by race 

 Analysis of data by age 

 Analysis of data by gender reassignment 

 Analysis of data by sexual orientation 

 Analysis of data by religion or belief 

 Analysis of data by marital status 

 Developing our equality outcomes 

 Our equality outcomes for 2013  

 Our workforce profile. 

 Equal Pay Statement 

 Policy on Equality at Work 

 

ANALYSIS BY PROTECTED CHARACTERISTIC   GENDER 
 

Gender Profile of Workforce 
 

11 South Ayrshire Council‟s workforce is predominantly female, with 72% of employees being 
female and 28% male. This reflects the national position within local authorities, where 
71.2% of people in employment in councils in Scotland are female compared with 28.8% 
being male.45  44% of female employees are part-time, compared to 18% of male 
employees who work part time. 

 

Job applications by gender 
 

12 In 2012, 65% of job applications were from women and 34% were from men. 24% of 
applicants selected for interview were male and 74% of applicants selected for interview 
were female. Of these candidates, 23% of successful applicants were male and 74% of 
successful applicants were female.  

                                                
45

 http://www.scotland.gov.uk/Topics/Statistics/Browse/Labour-Market/PublicSectorEmployment/PSEwebtables 
2102 

http://www.scotland.gov.uk/Topics/Statistics/Browse/Labour-Market/PublicSectorEmployment/PSEwebtables
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13 This seems to show that females are disproportionately successful in the recruitment 
process and we will undertake further analysis to identify whether the volume of 
applications is higher from males for particular posts, or whether there are any unintended 
barriers faced by male applicants. 

 
Starters and Leavers by Gender 
 

14 60% of starters (i.e. external candidates taking up a position with the Council) in 2012 
were female and 37% were male. This indicates that, in terms of new starts to the Council, 
the male female gap is still wide, but is reducing. 

 
15 In terms of those employees leaving the Council, 60% were female and 40% were male. A 

breakdown of reasons for leaving can be found in Appendix 8.  Males are overrepresented 
in the “leavers” category and further work is needed to establish why this is the case. 
While the Council has an Exit Interview procedure, categories need to be updated to 
include equality related issues.  

 
Grievances By Gender 
 

16 Of 19 grievances recorded in 2012, the majority were brought by men. The majority of 
these related to terms and conditions. Our current grievance procedure does not deal with 
bullying, harassment, discrimination and victimisation. To date, these have been managed 
under our Respect At Work policy. However, we have recently amended our grievance 
policy to include equality related complaints and future reports will be able to further break 
down reasons for grievance. 

 
Respect At Work By Gender 
 

17 Our Respect At Work policy is for employees who feel that have been bullied or harassed, 
victimised or discriminated against at work. Data on reasons for Respect At Work cases 
was not collated prior to November 2012. Under the terms of our new Equality policy, 
discrimination, harassment and victimisation claims will be heard under the grievance 
policy and future reports will be able to provide an overview of grievances by reason. 

 
Disciplinary Proceedings by Gender 
 

18 37 disciplinary hearings were recorded for 2012. Of these, 70% of those against whom 
disciplinary procedures were invoked were male and 30% were female. The most common 
reason for discipline was attendance management, followed by conduct and performance 
management. In order to report on discipline related to conduct which amounts to 
discrimination, harassment or victimisation, work needs to be undertaken to monitor 
reasons for disciplinary action against these criteria. Men were overrepresented in terms of 
disciplinary proceedings, as they make up 28% of all employees. 

 
Attendance At Training By Gender 
 

19 We collate attendance at internal training courses by gender. We do not currently hold 
information on attendance at external training courses. In 2012, 54.7% of employees who 
attended training were female and 45.3 were male.  

 
Gender and Occupational Segregation 
 

20 Occupational segregation is understood as the concentration of men and women: 

 in different kinds of jobs ( horizontal segregation) or  

 in different pay grades ( vertical segregation) 
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Occupational segregation is one of the barriers which prevents women and men from 
fulfilling their potential in the labour market, and consequently contributes to the pay gap.  

 
21 Within South Ayrshire Council, women are concentrated in roles such as home care, 

catering, administration and clerical roles. Men are concentrated in manual roles such as 
gardening, greenkeeping and bricklaying. A full breakdown of designation by gender is 
provided at Appendix 8. 

 
Representation of males and females at senior management level. 
 

22 Representation of males and females at senior management level is even, with 50% of 
Heads of Service being male and 50% being female. Our Executive Officer Group is also 
balanced, with 50% of executive posts held by men and 50% by women. Further 
information on job role and grade by gender can be found at .Appendix 7 
 
 
Gender and Pay – Our Gender pay gap  
 

23 Our gender pay gap has been calculated by comparing the average full-time equivalent 
earnings between men and women and is currently 1.34%. 

 76.7% of jobs at grades 1-5 are held by women and 23.3% by men. As women 
make up 72.43% of the workforce, they are overrepresented at this pay grade. 
 

 60% of jobs at pay grades 6-8 are held by women and 40% by men. As men 
comprise 28% of the workforce, they are overrepresented in this pay band. 
 

 63% of jobs at grades 9-10 are held by women and 37% by men. Again, men are 
overrepresented at this pay grade. 
 

 73% of jobs at grades 10 and above are held by women and 27% by men which is 
balanced in terms of the male / female make up of the workforce. 
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 ANALYSIS BY PROTECTED CHARACTERISTIC  - DISABILITY 
 

Disability Profile of Workforce 
24 1% of our employees have stated that they are disabled. 93% have stated that they do not 

have a disability and 6% have not stated whether or not they have a disability. This data 
suggests that employees who state that they are disabled are underrepresented in our 
workforce.  Information from the Scottish Government shows that nearly one in five people 
of working age (1 million, or 19%) in Scotland are disabled46. 
 

Job Applications By Disability  

 3.6% of job applications were from candidates who stated that they had a disability. 

 Of candidates selected for interview, 3.7% stated that they were disabled. 

 Of candidates who were successful at interview, 2.5% stated that they were disabled. 
 

25 South Ayrshire Council adopts the double tick standard whereby all applicants who are 
disabled and who meet the essential criteria for the role are automatically sifted through to 
interview stage. However, our recruitment data suggests that applications from and 
interview success of candidates who state that they have a disability does not reflect the 
6% of the working population who are disabled. This may be because further positive 
action measures are required. It may also be an indication that some disabled applicants 
elect not to disclose a disability, or do not consider themselves to be disabled, when 
applying for jobs. 

 

Disability and Grievance  
26 No grievances were raised by employees, who stated that they have a disability, in 2012. 
 

Disability and Respect At Work 
27 Information on Respect at Work claims by protected characteristic has not been recorded 

centrally. This process will be replaced by a more comprehensive grievance procedure 
and all claims will be recorded against protected characteristics where appropriate. 

 

Disability and Attendance at Training and Development 
28 1.6% of employees who attended training in 2012 stated that they have a disability. This is 

marginally higher than the 1% of the workforce who have stated that they have a disability. 
 

Disability And Pay Grade 

 61% of disabled employees are on Grades 1-5. This compares with 51% of 
employees who are not disabled. 

 10% of disabled employees are Grades 6-8 compared with 15% of employees who 
are not disabled. 

 8% of disabled employees are Grades 9-10 compared with 7% of employees who 
are not disabled. 

 19% of disabled employees are Grades 11 and above compared with 26% of 
employees who are not disabled. 
 

29 Disabled employees are therefore overrepresented in lower paid jobs and 
underrepresented in the higher pay grades. 

                                                
46

 http://www.scotland.gov.uk/Topics/People/Equality/disability 

http://www.scotland.gov.uk/Topics/People/Equality/disability
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Return to work of disabled employees following sick leave relating to their disability 
30 We do not currently hold corporate data on the return to work of disabled employees 

following sick leave related to a disability. This will be addressed as part of our equality 
outcomes by amending absence documentation to ensure that disability related absence 
is collated. 
 
 

ANALYSIS BY PROTECTED CHARACTERISTIC - RACE 
 
Racial Profile of Workforce 

31 The racial profile of the Council workforce is predominantly white and British. 81% of 
Council employees are white Scottish, 6% are white British and 2% are white English. 
Less than 1% of the workforce is made up by employees who are not white. We will 
compare our workforce composition by race with the outputs from the 2011 Census as 
soon as data becomes available. 

 
Applicants For Employment By Ethnicity 

32 The majority of applications in 2012 came from white applicants with 88.1 percent of 
applications coming from white Scottish applicants. 87.4% of those selected for interview 
were white Scottish.  

 
Grievance By Ethnicity 

33 69% of grievances were raised by white Scottish employees, 5% by white British 
employees, 5% by white English and 5% by white other. 16% of those who raised a 
grievance did not disclose their ethnic origin. 
 
 
Respect At Work By Ethnicity 

34 Information on Respect at Work claims by protected characteristic has not been recorded 
centrally. This process will be replaced by a more comprehensive grievance procedure 
and all claims will be recorded against protected characteristics where appropriate. 

 
Attendance At Training and Ethnicity 

35 81% of those who attended in house training were white Scottish. 11% of those who 
attended training did not disclose their ethnicity. 
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ANALYSIS BY PROTECTED CHARACTERISTIC  - AGE 
 
Age Profile of Workforce  

36 The largest percentage of our workforce is made up by employees in the 45 to 54 age 
bracket. This group comprises 37% of the workforce. 23% of our employees are aged 35 
to 44. Only 1% of our employees are under 18 and 6% are aged 18 to 24. Nationally, the 
16-24 year age group makes up a high proportion of the total unemployed, with their level 
increasing by 82% since 2008.47 

 

Applications For Employment By Age 
37 The highest percentage of job applications in 2012 came from applicants in the 25-34 age 

band, with 32.4% of applications being from that group. 30.8% of successful applicants 
also came from the 25-34 years age group. The lowest volume of applications came from 
those aged 60 and above at 1.5% and those aged under 18 at 1.6%. 

 

Grievance By Age 
38 42% of grievances were raised by employees in the 45-54 age group . 32% were by 

employees in the 55-59 age group. As this groups makes up only 16% of the workforce, 
they are statistically overrepresented in terms of grievance. 

 

Respect At Work By Age 
39 Information on Respect at Work claims by protected characteristic has not been recorded 

centrally. This process will be replaced by a more comprehensive grievance procedure 
and all claims will be recorded against protected characteristics where appropriate. 

 

Attendance At Training By Age 
40 The data on attendance at internal training by age is not aligned with the data on our 

workforce profile and, as such, the age ranges used are different. This will be addressed 
for future monitoring. 35.2% of those who attended in house training were aged 51 to 60 
and 30.8% were aged 41 to 50. Those aged under 21 represent the smallest group at 
2.5%. It is difficult to make meaningful comparisons without aligned workforce profile data. 
 
 

ANALYSIS BY PROTECTED CHARACTERISTIC - GENDER REASSIGNMENT 
 
Workforce Profile By Gender Reassignment 

41 We do not have workforce profile data for employees who are protected under the 
characteristic of gender reassignment. However, information from the Gender Identity 
Research and Education Society (GIRES) suggests that employers should expect about 
1% of the workforce to experience and/or express their gender in ways that do not conform 
to the typical binary man/woman model. Many of these will not disclose their feelings, and 
may choose not to express them in the workplace because they fear a transphobic 
reaction from their employers and co-workers. Nonetheless, 25 per 100,000 in the general 
population have already sought medical treatment and this number appears to be doubling 
every six years48. We must therefore take into account that around 1% of our employees 
may have the protected characteristic of gender reassignment.  

 
Applications for Employment 

42 While we do not hold data on our current workforce by gender reassignment, the 
recruitment portal equality monitoring form does ask candidates about this protected 
characteristic. In 2012, 0.2% of job applications were received from transgender 
applicants. 0.2% of applicants selected for interview were transgender and 0.1% of 
successful appointments were transgender applicants. 

                                                
47

 Office For National Statistics, Labour Force Survey November 2012 
48

 http://www.gires.org.uk/employers.php 
 

http://www.gires.org.uk/assets/Medpro-Assets/GenderVarianceUK-report.pdf
http://www.gires.org.uk/assets/Medpro-Assets/GenderVarianceUK-report.pdf
http://www.gires.org.uk/employers.php
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 ANALYSIS BY PROTECTED CHARACTERISTIC - PREGNANCY AND MATERNITY 
 
Return to Work of Women on Maternity Leave  

43 93% of women on maternity leave returned to work in 2012. We do not hold data on the 
reasons why the remaining 7% did not return. This will be addressed as part of a review on 
exit interview procedures in furtherance of our equality outcomes. 
 
 
ANALYSIS BY PROTECTED CHARACTERISTIC - MARITAL STATUS & CIVIL 
PARTNERSHIP 
 
Workforce Profile By Marital/ Civil Partnership Status 

44 The majority of our employees are married, at 50.2%. 0.1% of our workforce is in a civil 
partnership. 
 
Applications for Employment 

45 46.3% of job applicants in 2012 were single and 32.9% were married or in a civil 
partnership. The national recruitment portal equality monitoring form does not include 
marriage and civil partnerships as distinct categories. 43.8% of successful applicants were 
single and 34.8% were married or in a civil partnership. 
 
 
ANALYSIS BY PROTECTED CHARACTERISTIC  - SEXUAL ORIENTATION 
 
Workforce profile by Sexual Orientation 

46 We do not hold any data on the sexual orientation of our workforce other than data 
gathered from the recruitment portal. Stonewall endorses the UK Government estimate 
figure that 5-7% of the population are gay or bi-sexual.49 
 
Applicants for Employment By Sexual Orientation 

47 The vast majority of job applicants (93.1%) identified their sexual orientation as straight, 
with 92.7% of successful appointments being hetrosexual applicants.0.9% of applications 
came from people who identified themselves as gay, lesbian or bi-sexual, with 1.1% of 
successful applicants coming from that group. 
 
With an estimated gay, lesbian and bisexual population of 5 to 7%, this suggest that gay 
applicants are under-represented, or have chosen not to state their sexual orientation. 

                                                
49

 http://www.stonewall.org.uk/at_home/sexual_orientation_faqs/2694.asp 
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APPENDIX  8     :  WORKFORCE PROFILE DATA   
 
 
 

Gender 
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Workforce Profile Data 
Gender 
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Workforce Profile Data 
Gender 

 

Applications for Employment By Gender  

 

Gender Percentage of 
Total Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Male 34% 32% 29.4% 

Female 65% 67% 69.7% 

Prefer not to say 0.05% 0.1% 0% 

Blank 0.5% 0.8% 0.9% 

Unknown 0.07% 0.1% 0.1& 

 
 
 
Leavers By Gender 
 

Reason For Leaving 
 

Total Male Female 

Deceased 1% 29% 71% 

Dismissal 2% 33% 67% 

End of Contract 30% 47% 53% 

End of Temp Contract (Funding 
Ceased) 

4% 81% 19% 

End of Temp Contract (Post holder 
returned to work) 

0.3% 0% 100% 

Resigned 34% 43% 57% 

Retiral (Efficiency) 4% 50% 50% 

Retiral (Ill Health) 2% 9% 91% 

Retiral (Option) 16.7% 35% 65% 

Voluntary Retiral 1% 17% 83% 

Voluntary Severance 3% 74% 26% 

Unknown 2% 36% 64% 
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Workforce Profile Data 
Gender 

 
 
Reasons For Grievance By Gender 
 

Reason For Grievance Total MALE FEMALE 

Terms and Conditions  47% 89% 11% 

Managing Relationships  16% 66% 34% 

Pay  37% 71% 29% 

 
 
Disciplines By Gender 
 

Reason For Discipline 
 

Total Male Female 

ALL 37 70% 30% 

Attendance Management 18 (3 of which 
resulted in 
dismissal) 

61% 39% 

Employee Conduct 10 (2 of which 
resulted in 
dismissal) 

70% 30% 

Health & Safety 
 

1 100% 0% 

Performance Management 
 

8 88% 12% 

 



62 

 

Workforce Profile Data 
Gender 

 
 
Attendance At Training By Gender 
 

 
 
 
Gender and Pay 
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Workforce Profile Data 
Gender 

 
 
Occupational Segregation By Grade 
 

Pay Grade % Male % Female 

All Grades 27.57% 72.43% 

Grades 1-5 23.3 % 76.7% 

Grades 6-8 40% 60% 

Grades 9-10 37% 63% 

Grade 11 and above 27% 73% 
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Workforce Profile Data 
Disability 

 
 
 

 
 
Disability and Pay 
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Workforce Profile Data 
Disability 

 
Applications For Employment By Disability 
 

Disability Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Disabled 3.6 3.7 2.5 

Not disabled 83.8 78 85 

Prefer Not To Say 0.4 0.6 0.7 

Blanks 12.3 17 11.8 

 

Applications From Disabled Applicants By Disability Impairment 

 

Disability 
Impairment 

Percentage of 
Disabled 
Applicants  

Percentage of 
Total Disabled 
Applicants 
Selected For 
Interview 

Percentage of 
Total Disabled 
Applicants 
Successful 
Appointments 

Learning Disability 1.2 1.4 1.1 

Longstanding 
Illness 

1.7 1.4 1.1 

Mental Health 
Condition 

0.4 0.8 0.4 

Physical 
Impairment 

0.4 0.4 0.2 

Sensory 
Impairment 

0.3 0.4 0.1 

Other 0.3 0.2 0.1 

Prefer not to 
answer 

0.8 0.8 0.9 

Unknown 94.5 94 95 

Blanks 0.5 1.1 0.9 
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Workforce Profile Data 
Disability 

 
Grievance and Disability 
 

 
 
 

Attendance At Training and Disability 
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Workforce Profile Data 
Age 

 

 
 
 

Applications By Employment By Year of Birth 
 
 

Year of Birth Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

1995 and after 1.6% 2.3% 1.9% 

1994-1988 23.6% 22% 22.2% 

1987-1978 32.4% 28.2% 30.8% 

1977-1968 18.3% 19% 18.3% 

1967-1958 14.8% 16.1% 17.3% 

1957-1953 4.9% 4.6 4.6% 

1952 and before 1.5% 1.8 2.6% 

Blanks 2.8% 6 2.2% 
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Workforce Profile Data 
Age 

 
 

 
 This does not include Modern Apprentices 
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Workforce Profile Data 
Age 
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Workforce Profile Data 
Age 

 

 
 
 
 

Attendance At Training By Age  
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Workforce Profile Data 
Age 

 

Grievance and Age 
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Workforce Profile 
South Ayrshire Council by Race 

 
 

 
 
 
 
 

Applications By Employment By National Identity 

National Identity Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Scottish 76.9 73.4 75.3 

English 2.6 2.8 2.2 

Welsh 0.1 0 0.1 

Northern Irish 0.6 0.7 1 

British 14.5 15 17.5 

Prefer not to answer 0.1 0.2 0.2 

Other 2.4 1.8 1.6 

Unknown 2.3 5.2 1.2 

Blanks 0.5 0.8 0.9 
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Workforce Profile 

South Ayrshire Council by Race 

Applications By Employment By Race 

Ethnic Group  Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

White-Scottish 
 

88.1 87.4 88 

White-other British 
 

6.9 7.5 7 

White-Irish 
 

1 0.8 0.8 

White-Gypsy/Traveller 
 

0 0 0 

White – Eastern 
European 

0.3 0.2 0.1 

White – other white 
ethnic group 

0.8 0.7 0.7 

Mixed or multiple 
 

0.2 0.3 0.2 

Asian – Pakistani 
 (inc Scottish/British) 

0.2 0.008 0.1 

Asian-Indian          
(inc Scottish/British) 

0.3 0.4 0.6 

Asian-Bangladeshi  
(inc Scottish/British) 

0 0 0 

Asian-Chinese       
(inc Scottish/British) 

0 0.1 0 

Asian – other         
(inc Scottish/British) 

0.1 0.2 0.2 

African                   
(inc Scottish/British) 

0.1 0 0 

African-other 
 

0.1 0.02 0 

Caribbean 
(inc Scottish/British) 

0.04 0 0.1 

Black                     
(inc Scottish/British) 

0.06 0.08 0 

Caribbean or Black 
(other) 

 0 0 

Other-Arab             
(inc Scottish/British) 

0.04 0 0 

Other 
 

0.3 0.5 0.4 

Prefer not to answer 
 

0.2 0.2 0.4 

Unknown 
 

1 1.4 1.5 
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Workforce Profile 
South Ayrshire Council by Race 
 

 
Attendance At Training By Race 
 

 
 
 
 

Racial breakdown of Employees Who Raised Grievances 
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Workforce Profile 

South Ayrshire Council by Transgender 
 
 

Applications For Employment By Transgender  
 
 
 

Transgender or 
Transperson 

Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Yes 0.2% 0.2% 0.1% 

No 97% 93.9% 97.9% 

Prefer not to say 0.2% 0.1% 0.1% 

Blanks 0.5% 0.8% 0.8% 

Unknown 0.7% 0.8% 0.5% 

Fileds not 
compatible* 

1.6% 4.3% 0.6% 

 
 
 
* Within the transgender person or transperson section of this report there is a field called 
‘Fields not compatible’.  When myjobsupport have been migrating data from the equal 
opportunities forms the old options have migrated across to populate, in some cases, the 
new option fields which do not tie in.  Therefore, information has been mismatched.  This 
has been raised with myjobsupport. 
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Workforce Profile 
South Ayrshire Council by Marital Status 

 
Applications By Employment By Marital Status 
 
 

Marital Status Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Single 
 

46.3% 43.8% 43.8% 

Married/ Civil 
Partnership 

32.9% 35.3% 34.8% 

Widowed 
 

0.3% 0.02% 0.5% 

Living With partner 
 

12.2% 11.4% 13% 

Divorced/ 
Separated 

5.6% 6.5% 5.7% 

Prefer not to 
answer 

1% 0.8% 0.6% 

Unknown 
 

1.2% 1.2% 0.8% 

Blanks 
 

0.5% 0.8% 0.8% 

 
 
 
Attendance At Internal Training By Marital Status 
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Workforce Profile 
 

South Ayrshire Council by Caring Responsibility 
 
Applications For Employment By Caring Responsibility 
 
 

Caring 
Responsibilities 

Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Yes (children under 
18) 

26.8% 30.4% 31% 

Yes, other 
 

1.1% 1.3% 1.3% 

No 
 

64.6% 60.4% 62.3% 

Prefer not to 
answer 

0.8% 0.6% 0.2% 

Blanks 
 

0.5% 0.8% 0.8% 

Unknown 
 

6.3% 7.4% 4.1% 
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Workforce Profile 
South Ayrshire Council by Religion or Belief 
 
Applications By Employment By Religion or Belief 
 

Religion or Belief Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Buddhist 
 

0.2% 0.2% 0% 

Church of Scotland 
 

33.8% 32.1% 34% 

Hindu 
 

0.2% 0.3% 0.2% 

Humanist 
 

0.3% 0.3% 0.4% 

Jewish 
 

0.1% 0.08% 0.1% 

Muslim 
 

0.3% 0.08% 0.2% 

None 
 

36.7% 36.8% 37.6% 

Other Christian 
 

6.9% 5.7% 6.2% 

Sikh 
 

0.1% 0.08% 0.3% 

Pagan 
 

0% 0% 0% 

Roman Catholic 
 

10.2% 10% 10% 

Prefer not to 
answer 

6.1% 5.6% 6.7% 

Other Religion or 
Belief 

1% 1.3% 1.3% 

Unknown 
 

4.2% 7.3% 3.2% 
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Workforce Profile 

South Ayrshire Council by Sexual Orientation 
 
Applications By Employment By Sexual Orientation 
 

Sexual 
Orientation 

Percentage of 
Applications 

Percentage of 
Total Selected For 
Interview 

Percentage of 
Total Successful 
Appointments 

Bisexual 
 

0.2 0.2 0.3 

Gay 
 

0.5 0.4 0.4 

Straight 
 

93.1 90 92.7 

Lesbian 
 

0.4 0.2 0.4 

Prefer not to 
answer 

2.4 2.4 3 

Other 
 

0.02 0.05 0.1 

Unknown 
 

3 6 2.2 

Blanks 
 

0.5 0.8 0.4 
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 APPENDIX 9 - EQUALITY AT WORK POLICY FOR LOCAL GOVERNMENT 
EMPLOYEES, CRAFT OPERATIVES, TEACHING STAFF AND CHIEF OFFICIALS  
Employee and Customer Services April 2013 
 

1  INTRODUCTION 
 

1.1  South Ayrshire Council recognises the benefits of equality and diversity and will 
strive   to ensure that equality underpins its activities as an employer, partner and 
service provider. 

 
1.2  This policy sets out South Ayrshire Council‟s commitment to achieving a working 

environment which is free from unlawful discrimination, harassment, victimisation or 
bullying and where all employees and the wider community they serve are treated 
with dignity and respect. 

 
1.3  This policy applies to all job applicants to Local Government, employees, craft 

operatives, teaching staff and chief officials. 
 
1.4  The policy has been developed jointly with the Trades Unions in line with the 

principles of partnership working. 
 

2      PURPOSE 
 
2.1  The purpose of this policy is to ensure everyone is aware of the standards of 

behaviour expected from them in terms of equality at work. It aims to assist in the 
development and maintenance of a working environment in which inequality and 
harassment are unacceptable.  The policy clarifies employees‟ responsibilities,  
while providing a clear framework which will ensure that complaints of unacceptable 
behaviour are dealt with promptly and  fairly. 

 
2.2  This policy should be read in conjunction with South Ayrshire Council‟s employment 

policies which are underpinned by equalities. A list of key policies can be found at 
Annex A. All policies can be accessed on Share-point and via GLOW. 

 
3 LEGISLATION 

 
3.1  By embracing the diversity of its employees and maximising their individual 

potential, South Ayrshire Council can foster innovation, deliver high quality services 
and create an inclusive and positive working environment for all. Advancing equality 
at work will also help the council to meet its legal obligations as an employer and a 
service provider. This policy is underpinned by the public sector equality duty which 
requires public authorities, in the exercise of their functions, to have due regard to 
the need to: 

 

 Eliminate unlawful discrimination, harassment and victimisation and other 
conduct prohibited by the Equality Act 2010. 

 Advance equality of opportunity between people who share a relevant protected 
characteristic and those who do not. 

 Foster good relations between people who share a relevant protected 
characteristic and those who do not. 



81 

 
3.2 This policy also complies with the following legislation: 

 The Equality Act (2010)  

 The Equality Act 2010 (Specific Duties) (Scotland) Regulations 2012 

 Protection from Harassment Act (1997) (Section 8); 

 The Part-time Workers (Prevention of Less Favourable Treatment) Regulations 
2000 (SI 2000/1551); 

 The Fixed-term Employees (Prevention of Less Favourable Treatment) 
Regulations 2002 (SI 2002/2034); 

 Employment Rights Act (1996) (sections relating to maternity and dependent 
carer leave); 

 Employment Relations Act (1999); 

 Agency Workers Regulations (2010); 

 Rehabilitation of Offenders Act (1974). 

 Trade Union and Labour Relations (Consolidation) Act 1992 

 Human Rights Act (1998)  

 
4    PRINCIPLES 
 
       The following principles will apply:- 
 
4.1  The Council takes a zero tolerance approach to unlawful discrimination, bullying, 

harassment and victimisation. 

4.2 Everyone has a duty and responsibility to promote a positive working environment  
which fosters openness, trust and respect, thereby developing a culture where 
equality is valued.  

 4.3  Everyone must behave in a way that will not cause offence to others, and to 
acknowledge that views and opinions held by others may differ from their own.   

 4.4  Any complaint made in regard to this policy must be specific and not relate to 
general accusations. Details on how to make a complaint can be found at Section 
8 of this policy. 

4.5   All complaints will be dealt with in a confidential, sensitive and objective manner 
and all parties involved will be treated with due respect and protected from 
victimisation.  

4.6    If a complaint is upheld or upheld in part, appropriate remedial action will be taken.   

         Following investigation, complaints that are found to be malicious will  be viewed  
as  a  potential disciplinary  offence  and  appropriate action may be taken against 
the complainant in accordance with the relevant discipline policy.  

4.7   It will be considered a disciplinary offence for any employee to victimise or retaliate 
against an employee for highlighting an inequality or reporting a complaint of 
harassment. 
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PROTECTED CHARACTERISTICS 
 

5.1  The Equality Act (2010) is the key statute on discrimination. It provides protection 
from discrimination because of a protected characteristic.  There are nine protected 
characteristics: 

 Age  Disability 

 Gender Reassignment  Pregnancy and Maternity 

 Race  Religion or Belief 

 Sex  Sexual Orientation 

 Marriage and Civil Partnership  
 

5.2  Further definitions and examples of the protected characteristics can be found at 
Annex B. 

 

5.3  Employees also have legal protection from discrimination on grounds of their caring 
responsibilities, trade union activity, criminal convictions or working pattern. Further 
information can be found at Annex C. 

 
6     PROHIBITED CONDUCT 
 

6.1  The Equality Act prohibits unlawful direct discrimination, indirect discrimination, 
victimisation and harassment related to any of the protected characteristics. 
Definitions and examples can be found at Appendix 3. 

 

6.2   Applicants or employees will not be discriminated against because of a protected 
characteristic they have or are perceived to have, or because they associate with 
someone who has a protected characteristic. 

 

6.3   No job applicant or employee will be subjected to harassment. The Equality Act 
defines harassment as “unwanted conduct related to a relevant protected 
characteristic which has the purpose or effect of violating their dignity or creating an 
intimidating, hostile, degrading, humiliating or offensive environment for them.” It 
should be noted that South Ayrshire Council will not tolerate harassment irrespective 
of whether is related to a protected characteristic.  Unwanted conduct can include 
any kind of behaviour including spoken or written words or abuse, imagery, graffiti, 
physical gestures, facial expressions, mimicry, jokes, pranks or other physical 
behaviour.  

 

6.4   No job applicant or employee will be victimised or subjected to a detriment as a result 
of making or supporting a complaint, or raising a grievance in good faith under this 
policy. 

 

6.5   Employees will not unlawfully discriminate against, harass or victimise a service user.  
 
7     BULLYING 
7.1  No employee will be subjected to bullying at work. Bullying is defined as “offensive, 

intimidating, malicious or insulting behaviour, or an abuse or misuse of power 
through means intended to undermine, humiliate, denigrate or injure the recipient 
causing the loss of self respect”.   

7.2  Bullying behaviours can include verbal abuse, spreading rumours or innuendo about 

someone and making unjustified and malicious criticism or complaints.  

7.3  Reasonable management actions carried out in a fair and equitable way are not 
bullying. These may include setting performance goals and standards, allocating 
work, giving an employee feedback about unsatisfactory work performance, 
informing an employee about inappropriate behaviour and giving constructive 
feedback. 
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8.   PROCESS FOR RAISING COMPLAINTS  
 
8.1   Any employee who believes they have been discriminated against, harassed, 

victimised or bullied should raise their concerns informally or formally through the 
Council’s Grievance Policy and Procedure. 

 
 
8.2  Employees can raise their complaint directly with their line manager or through their 

trade union representative. If the complaint involves the employee‟s line manager, 
the employee may approach another manager to raise the issue if they feel 
comfortable in doing so.  In such cases, advice should be sought from Human 
Resources. 

 
8.3   Any employee who witnesses any breach of this policy must inform their line 

manager without unreasonable delay.  
 
8.4   If an employee wishes to report a matter of concern confidentially and out with the 

scope of this Policy they may refer to the Council‟s Reporting Concerns at Work 
Procedure.  

 
8.5 Where an employee or applicant wishes to raise a formal complaint about 

discrimination during the recruitment process they should invoke the Recruitment and 
Selection Complaints procedure. 

 
9. MISCONDUCT 
 
9.1  Where an allegation of discrimination, victimisation, bullying or harassment 

constitutes an allegation of misconduct, the appropriate  Disciplinary Policy and 
Procedure will apply.   

 
9.2  In more serious cases allegations of discrimination, harassment, victimisation or 

bullying can constitute gross misconduct and, where established, could result in 
summary dismissal in line with the appropriate Disciplinary Policy and Procedure. 

 
 
10.     RESPONSIBILITIES  
 
10.1   MANAGERS 

 Each Executive Director or nominated senior officer and all managers are 
responsible for maintaining a working environment that is free from discrimination, 
harassment, victimisation and bullying, particularly in the areas for which they are 
responsible and amongst those employees whom they line manage. 

 All managers are responsible for promoting a positive work culture by setting an 
example of appropriate conduct and behaviour and ensuring employees are aware 
of the standards of behaviour expected of them. This may include providing 
feedback on an employee‟s performance and conduct confidentially and in a 
respectful manner using objective evidence against clear criteria. Managers should 
ensure that all employees are aware of this policy, understand the Council‟s zero 
tolerance approach and are aware of the standards of conduct and performance 
expected of them in line with this and other relevant policies such as the Code of 
Conduct and  Code of Professionalism and Conduct for teachers. 

 

http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Reporting%20Concerns%20at%20Work%20(Whistle%20Blowing).doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/disciplinary%20policy%20may%202011_0.doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Managers%20Handbook%20-%20Disciplinary%20procedures%20May%202011%20final_0_0.doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Code%20of%20Conduct_1.doc
http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Code%20of%20Conduct_1.doc
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 Managers have a duty of care to their employees.  They should ensure the culture 
in the Council and their own team does not encourage behaviour which is in breach 
of this policy.  

  

 Managers should manage and supervise in a fair, consistent and non-discriminatory 
manner. 

 

 Managers should be alert to the possibility of problems arising and take appropriate 
action even though a complaint has not been made.  Managers should be aware 
that employees who may be discriminated against, victimised or bullied may be 
reluctant to make a complaint. 

 

 Managers should deal promptly, consistently and sensitively when a complaint is 
made by any of their employees, ensuring that confidentiality is maintained at all 
times.  

 

 This policy does not detract from a manager‟s right to carry out reasonable 
management actions such as setting performance goals and standards, allocating 
work, giving an employee feedback about unsatisfactory work performance, 
informing an employee about inappropriate behaviour and giving constructive 
feedback. 

 
 
10.2    EMPLOYEES 
 

 Employees should be aware of the contents and procedures outlined in this Policy 
and other Council Policies referred to within.  

 

 Employees must attend training on equalities as directed by their line manager. 
 

 All employees are responsible for ensuring they clearly understand the Council‟s 
zero tolerance approach to discriminatory, harassing, victimising or bullying 
behaviour. This extends to behaviour in the course of a person‟s employment, such 
as work related social events and to on-line behaviour. Employees should not 
discriminate, harass or victimise employees or service users on-line and any such 
behaviour will be considered grounds for disciplinary action. This extends to 
postings on social networking sites out with working hours which could constitute 
discrimination, harassment or victimisation and bring the Council into disrepute. 

 

 Employees should not induce or attempt to induce colleagues to discriminate, 
harass, victimise or bully and be confident in challenging such behaviours, reporting 
any breaches of this policy to an appropriate manager. 
 

 
11     MAINSTREAMING EQUALITY 

 
11.1  In order to further the general equality duty and to provide an accessible, diverse 

and inclusive working environment, equality must be integrated into the Council‟s 
policies, practices and procedures as an employer, including the following: 
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11.2   RECRUITMENT 
 

   The Council‟s commitment to equality of opportunity for all is reflected in its 
Recruitment Charter.  This includes guaranteeing an interview to disabled 
candidates  who meet the essential criteria for the vacant role and ensuring that 
reasonable adjustments are made throughout the recruitment and selection 
process.  

 
  Any applicant who believes they have been treated unfairly during the recruitment 

and selection process can raise a formal complaint through the Recruitment and 
Selection Complaints Procedure. 

 
 

11.3   PRE-EMPLOYMENT HEALTH QUESTIONNAIRES 

 

In accordance with the Equality Act, no applicant will be asked questions regarding 

absence or be required to complete a pre-employment health questionnaire prior to 

being given conditional offer of employment other than for the following purposes: 

 

 To establish whether the applicant requires reasonable adjustments during the 
recruitment process. 
 

 To establish whether an applicant can carry out a function intrinsic to the role. 

 To monitor the diversity of applicants 
 

 To enable applicants to benefit from a guaranteed interview scheme. 
 

 Where a specific impairment is an occupational requirement for the job to prevent 
disabled applicants and employees being put at a substantial disadvantage. 

 
 
11.4  POSITIVE ACTION MEASURES 
 

       Where appropriate the Council will use positive action measures to address 
particular areas of under-representation of any protected group in the workforce. 

 
 
11.5  TRAINING AND DEVELOPMENT 
 

      Through the Performance and Development Review (PDR) process and 
Professional Review and Development PRD process for teaching staff, the Council 
ensures that all employees receive opportunities for development. Where possible, 
attendance at training will be monitored by protected characteristic. 

 
All employees will be required to undertake equalities awareness training relevant 
to their role. 

 
 
11.6  FLEXIBLE WORKING 
 

The Council recognises the benefits of flexible working arrangements and any 
employee can request flexible working in line with the Flexible Working Policy. 
Employees will be treated fairly and consistently irrespective of working pattern. 

http://ww4.south-ayrshire.gov.uk:7777/portal/page/portal30/INTRANET_CA/SERVICEINFO/CorporateServices/HUMANRESOURCES/COUNCILAPPROVEDPOLICIESANDPROCEDURES/Recruitment%20Charter%20Final.doc
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11.7  DISABLED EMPLOYEES 
 

South Ayrshire Council is committed to the employment and career development of 
disabled people. The Council will make reasonable adjustments to enable 
employees with disabilities to perform their roles. This may include adjustments 
such as: 
 
 Altering working hours  

 Allowing time off for rehabilitation or treatment  

 Transferring the disabled person to another vacancy or another place of work  

 Giving or arranging training to the disabled person or others  

 Providing a reader or interpreter  

 Acquiring or modifying equipment or reference manuals  

 Adjusting the premises  

 Providing supervision or other support  

 Providing information in accessible formats.  

 
 

This list is not exhaustive and adjustments will depend on individual needs and 
circumstances. 

 
 

 Employees can also access the Council‟s Occupational Health Service, 
physiotherapy   services, and counselling services where appropriate. 

 

 Absence related to a disability will not normally be taken into account when 
managing absence related to conduct. 

 

 Absence related to capability will be dealt with in line with the Framework for 
Maximising Attendance at Work. 

 
11.8 TRANSGENDER WORKERS 
 

The Council recognises the challenges which can be faced by transgender 
employees and will strive to ensure an inclusive working environment which is 
welcoming and free from discrimination. Where an employee is undergoing, 
proposing to undergo, or has undergone gender reassignment, they will be 
consulted with sensitively and confidentially about their needs in the workplace, 
including how and when they would like to address their transition with colleagues.  

 

Where an employee undergoing gender reassignment works in a role where an 

occupational requirement to be of a particular gender applies they will be 

considered for redeployment under the Managing Change policy. 
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12.     EQUALITY IMPACT ASSESSMENT AND EQUALITIES MONITORING 
 
12.1   EQUALITY IMPACT ASSESSMENT 
 

The Council, as a body subject to the Equality Duty, has a legal obligation to assess 
the impact of its decisions, policies, procedures and practices against each of the 
protected characteristics.  

 
The implications of the general equality duty must be set out in reports or other 
papers for decision makers. 

 
 Employees must attend training on Equality Impact Assessment and any other 

relevant training on the equality duty as directed. 
 
12.2  EQUALITIES MONITORING 
 

In order to maximise the benefits of workplace diversity and identify any areas 
where there are barriers to equality, HR will monitor the composition of the 
Council‟s workforce. This will include data on the recruitment, development and 
retention of people with respect to relevant protected characteristics, as well as the 
identification of any areas of segregation by protected characteristic. Workforce 
monitoring data will be used to identify any differences in outcomes for different 
staff groups and to enable the identification of equality outcomes relating to 
employees. 

 
Relevant workforce monitoring data and equality outcomes will be published in 
accordance with the requirements of the Equality Act 2010 (Specific Duties) 
(Scotland) Regulations 2012. 

 
 
13.  EMPLOYEE INVOLVEMENT 
13.1   POLICY DEVELOPMENT 

 
The Council will work in partnership with Trades Unions in the development of 
policies and procedures which impact on employees. All policies related to 
employees will be equality impact assessed including involvement from relevant 
staff groups. 

 
 
13.2  EMPLOYEE EQUALITY FORUM 
 

This forum meets quarterly and enables employees who have a disability or an 
interest in any of the protected characteristics to discuss any equality issues 
affecting them as well as to promote diversity and eliminate discrimination. 

 
 
13.3  EQUALITY CHAMPIONS NETWORK 
 

In order to promote equalities, services can nominate Equality Champions who 
provide a link for employees within their Service who wish to raise equality issues. 
Equality Champions also act as “critical friends” in equality impact assessing the 
likely impact of policies and procedures and are involved in soliciting and giving 
feedback on relevant policies and procedures which may impact on employees.  
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ANNEX A 
 

Key Policies and Procedures  
 
This list is not exhaustive and a full list can be accessed on Share-point and Glow. 

 

 Annualised Hours Guide 

 A Framework for Maximising Attendance 

 Code of Conduct 

 Code of Professionalism and Conduct ( Teaching Employees) 

 Code of Practice for Temporary Workers 

 Data Protection Code of Practice 

 Disciplinary Policy 

 Employee Retirement Framework 

 Enhanced Annual Leave Scheme 

 Exit Interviewing 

 Flexible Retirement 

 Flexi-Time Scheme 

 Grievance policy 

 Guidelines on Referral to Occupational Health 

 Home and Mobile Working Guidance 

 Information Security 

 Job Sharing 

 Manager‟s Toolkit for Service Reviews 

 Managing Workforce Change 

 Maternity, Adoption & Paternity – Leave and Pay 

 Partnership Working Agreement 

 Recruitment and Selection 

 Reporting Concerns At work. 

 Stress 

 Special Leave policy 

 JNCT agreements 
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ANNEX B 

Protected Characteristics: Definitions 

Age 

The protected characteristic of age means a person belonging to a particular age 
group. This includes people of the same age and people of the same range of ages, 
such as over 21s or 65 year olds. 
 
Disability 

A person has a disability if he or she has a physical or mental impairment which has 
a substantial and long-term adverse effect on their ability to carry out normal day-to-
day activities.  "Normal day-to-day activities" refers to those activities that are 
"normal" for most people in their everyday lives, such as walking, driving, and 
forming social relationships. Long term is classed as a condition which has lasted 
12 months, or is likely to do so. 

Any impairment which meets the above definition may be considered a disability 

under the Act. Impairments which have not lasted for 12 months, but are likely to, 

are also protected if they meet the full definition.  Cancer, HIV and Multiple 

Sclerosis are deemed disabilities from the point of diagnosis. 

Physical impairments such as severe disfigurement are also treated as a disability 
under the Act as these are considered to have a substantial adverse effect on the 
ability of the person to carry out normal day to day activities. 
 
Some conditions are not given protection under the Act. These are: 
 

 Addiction to or dependency on alcohol, nicotine, or any other substance (other 
than in consequence of the substance being medically prescribed). Conditions 
arising from alcohol dependency, such as liver disease are likely to receive 
protection. 

 The condition known as seasonal allergic rhinitis (e.g. hay fever) except where 
it aggravates the effect of another condition 

 Tendency to set fires 

 Tendency to steal 

 Tendency to physical or sexual abuse of other persons 

 Exhibitionism 

 Voyeurism 

 

Gender Reassignment 

 
A person has the protected characteristic of gender reassignment if they are 
proposing to undergo, are undergoing or have undergone a process (or part of a 
process) to change gender. There is no requirement for the person to be under 
medical supervision. Gender reassignment is a personal process under the Act, 
rather than a medical process. 
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Marriage and civil partnership 

Marriage is defined as a 'union between a man and a woman'. Same-sex couples 
can have their relationships legally recognised as 'civil partnerships'.  Civil partners 
must be treated the same as married couples on a wide range of legal matters. 
Single people are not protected. 

Pregnancy and maternity 

Pregnancy is the condition of being pregnant or expecting a baby. Maternity refers 
to the period after the birth, and is linked to maternity leave in the employment 
context. In the non-work context, protection against maternity discrimination is for 
26 weeks after giving birth, and this includes treating a woman unfavourably 
because she is breastfeeding. 

 

Race 

Race refers to a group of people defined by their race, colour, and nationality 

(including citizenship) ethnic or national origins. 

 

Religion and belief 
Religion has the meaning usually given to it but belief includes religious and 
philosophical beliefs including lack of belief (e.g. atheism). Generally, a belief 
should affect your life choices or the way you live for it to be included in the 
definition. (e.g. humanism) .  Political beliefs are not protected. 

 

Sex 

Sex refers to whether a person is a man or a woman. 

 

Sexual orientation 

This protected characteristic refers to whether a person's sexual attraction is 
towards their own sex, the opposite sex or to both sexes. 
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ANNEX C 

 
Prohibited Conduct. 

 
 

Direct Discrimination – This occurs when you treat someone less favourably than 
another because of a protected characteristic they have or are perceived to have, or 
because they associate with someone who has a protected characteristic.  
 

Example   A manager interviews a number of candidates for a job, but does not 
select the older candidate as he believes older people are not as competent as 
younger people. This is direct age discrimination. 

 
 

Indirect Discrimination- This occurs where a provision, criterion or practice 
disadvantages people who share a particular protected characteristic. Indirect 
discrimination can only be defended where it is a proportionate means of achieving 
a legitimate aim. 
 

Example: An employer applies a no headgear dress code for all employees. This 
indirectly discriminates against employees who are Jewish, Sikh or Muslim as they 
may cover their heads as part of their religion. The employer could only objectively 
justify this if they can show it is a proportionate means of achieving a legitimate aim 
such as being essential to comply with health and safety. 

 
 

Perceptive Discrimination –This occurs where a person is discriminated against 
because of a protected characteristic which they are thought to have.  
 

Example: An employee believes that her colleague is gay and subjects him to 
homophobic insults and comments. This is discrimination, even if the victim is not, 
in fact, gay. 

 
 

Associative Discrimination –This occurs when someone is treated unfairly because 
they associate with another person or persons who have a protected characteristic. 
 

Example: An employee has a child with a disability and his employer has agreed to 
flexible working hours in order to accommodate his caring responsibilities.  His line 
manager resents this and treats him poorly as a result.  This is discrimination based 
on the employee‟s association with his disabled child. 

 
Employers cannot refuse to employ someone because of their caring responsibilities 
and cannot treat an employee less favourably because they care for a disabled 
person. 
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Harassment – This is unwanted conduct related to a relevant protected 
characteristic which has the purpose or effect of violating an individual‟s dignity or 
creating an intimidating, hostile, degrading, humiliating or offensive environment for 
that individual. Unwanted conduct can include any kind of behaviour, including 
spoken or written words or abuse, imagery, graffiti, physical gestures, facial 
expressions, mimicry, jokes, pranks or other physical behaviour. 
 

Example: An employee with learning difficulties is subjected to jokes about her 
disability and ongoing practical jokes which humiliate her.  

 
However, an employee who is on the receiving end of harassment but does not have 
the protected characteristic, is not perceived to have it and does not associate with 
anyone who has it can take a harassment claim if they feel that their dignity has been 
violated. 
 

Example: An employee witnesses the racial harassment of a colleague. The 
employee can take a racial harassment claim, even though it was not directed at her. 

 
 
Victimisation:  - This occurs where an employee is subjected to a detriment as a 
result of making or supporting a complaint or raising a grievance in good faith under 
the Equality Act. 
 

Example: An employee takes out a grievance against his colleagues citing age 
discrimination. As a result, his colleagues freeze him out and stop speaking to him 
altogether. 

 

Discrimination Arising From a Disability 

This occurs where an employer or service provider knows or could be reasonably 
expected  to know that a person has a disability and treats the person unfavourably 
because of the disability. 
 

Example: A disabled person who is a wheelchair user cannot attend an essential 
training course because this has been booked at a venue with no ramps or lifts and is 
thus inaccessible. The person is treated unfavourably because of their use of the 
wheelchair, which is connected to their disability. Unless the council can show that 
what happened is objectively justified, this is likely to be discrimination arising from a 
disability, as well as a failure to make a reasonable adjustment. 

 
 
Rehabilitation of Offenders 
 
The Council will comply with the provisions of the Rehabilitation of Offenders Act 
1974 
(ROA) in that anyone who has been convicted of a criminal offence and sentenced to 
less than two and a half years in prison can be regarded as rehabilitated after a 
period specified in law (Rehabilitation Period), with no further convictions. After the 
specified period, the original conviction is considered to be spent.  
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The general rule is that, subject to the provisions below, once a conviction is spent 
the convicted person does not have to reveal it and cannot be prejudiced by it. The 
Council will not refuse to employ someone or dismiss someone because of a "spent" 
conviction. 

The Exceptions Order 
 
There are some categories of employment to which the ROA does not apply and for 
which spent convictions must be disclosed. The Council will maintain a list of such 
posts. Exclusion of a post from the ROA does not prevent an ex-offender from being 
appointed – it simply entitles the Council to ask about spent convictions. 
 
Applicants for such posts will be required to declare any unspent convictions and the 
information provided will be verified via a Disclosure Scotland check. All required 
checks should be fully carried out before the candidate commences employment.  
 
External applicants will be required to meet the cost of the Disclosure Scotland 
check. 
 

  If the Exceptions Order applies, this will be clearly stated on the Job Description and 
any recruitment advertisement.  

 
 
PVG / DISCLOSURE 
The Council will comply with the requirements of the Protection of Vulnerable Groups 
(Scotland) Act 2007.  To this end the council will maintain a list of posts which are 
considered to be “Regulated work”, i.e. working with children or protected adults.  
Employees in, and applicants for, Regulated Work must be registered with the 
Protecting Vulnerable Group Scheme which is managed by Disclosure Scotland.   
 
Grounds for Referral 
 
The Council will refer an employee, or former employee, to Disclosure Scotland when 
the following criteria   are met: 
 

   A Council employee undertaking regulated work has done something to harm a 
child or protected adult; and 

   The impact is so serious that the Council has (or would if the employee has left) 
permanently remove them from regulated work; and 

   The harmful or inappropriate behaviour corresponds with the type of regulated 
work they do e.g. a school teacher i.e. regulated work with children, who harms a 
protected adult does not meet the grounds of referral. 

 
Harm is defined as including physical or psychological harm or unlawful conduct 
which is detrimental to the individual‟s property, rights or interests (e.g. theft, fraud, 
embezzlement). Risk of harm includes attempting directly to harm the person, 
encouraging someone else to harm another or harm themselves, or conduct which 
causes or is likely to cause another to be harmed.  
 
On receipt of such a referral Disclosure Scotland will consider whether or not the 
employee in question should be barred from working with one or both of the 
protected groups. 
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If a post is subject to PVG membership, this will be clearly stated in the Job 
Description and any recruitment advertisement. All required checks should be fully 
carried out before the candidate commences employment.  
 
External applicants will be required to meet the cost of PVG registration.  
 
Further information on the PVG Scheme is available from Human Resources. 

  
 

Discrimination and Trade Union Activity 

The Trade Union and Labour Relations (Consolidation) Act 1992 forbids employers 
from refusing to employ someone or treating them unfairly because of trade union 
membership or participation in trade union activities, or conversely because they 
refuse to join a trade union or eschew trade union activities. 

Employees who are union representatives of an independent trade union recognised 
by their employer are to be permitted reasonable time off during working hours to 
carry out certain trade union duties. 
 
Full guidance can be found in the ACAS Code of Practice on Time Off For Trade 
Union Duties and Activities: 
 
http://www.acas.org.uk/media/pdf/n/k/Acas_Code_of_Practice_Part-3-accessible-
version-July-2011.pdf 

 

http://www.acas.org.uk/media/pdf/n/k/Acas_Code_of_Practice_Part-3-accessible-version-July-2011.pdf
http://www.acas.org.uk/media/pdf/n/k/Acas_Code_of_Practice_Part-3-accessible-version-July-2011.pdf
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SOUTH AYRSHIRE COUNCIL 

EQUALITY AND DIVERSITY IMPACT ASSESSMENT  
 
Section One: Policy Details* 
 

Name of Policy Equality Strategy and Associated Outcomes 
 

Lead Officer (Name/Position) Peter Linton, Performance and Change 
Management Manager 

Policy Development Team 
(Names/Positions) 

Lorraine Finlayson, Strategic Management 
Officer 

Critical friend (s)  

*Policy could include strategy, project or application: see guidance attached. 
 
  

What are the main aims of the 
policy? 

To set out with regard to the Equality Act 2010 
the Council‟s: 

 Commitment to achieving Equality and 
Diversity as a Service Provider, 
Education Authority, Employer and 
Licensing Board 

 Statutory responsibilities in terms of both 
its General and Specific Duties  

 Approach to compliance with the Equality 
Act 2010. 

 
To demonstrate compliance with the General 
Specific Equality Duties by providing detailed 
sections on for example: the development and 
Publication Arrangements for the Council‟s 
Equality Outcomes, Mainstreaming Report and 
Equal Pay Statements as a Service Provider, 
Education Authority, Employer and Licensing 
Board. 
 
To provide a clear Equality and Diversity 
framework that sets out how the Council works 
to both individually and in partnership to 
contribute to local and national equality and 
diversity needs and priorities. 
 
To ensure the Equality Strategy is accessible to 
Council service users, stakeholders and staff. 
 

What are the intended outcomes 
of the policy 

South Ayrshire Council is a fair and inclusive 
service provider, Education Authority, Licensing 
Board and employer. 
 
South Ayrshire Council complies with, and in line 
with its commitment to continuous improvement, 
exceeds its responsibilities under the Equality 
Act 2010.  
 
The Councils Equality Strategy, Outcomes and 
Mainstreaming activity is published in an 
accessible format on the Council‟s website and 
intranet as a resource to further the promotion of 
equality and diversity within South Ayrshire. 
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Section Two: What are the Likely Impacts of the Policy? 

 

Will the policy impact upon the 
whole population of South 
Ayrshire or particular groups 
within the population (please 
specify 

 
The policy will impact on all the whole 
community. 
 

 
Considering the following Protected Characteristics and themes, what likely impacts or 
issues does the policy have for the group or community.   
 
List any likely positive and/or negative impacts 
  

 
Protected Characteristics 

 

 
Positive and/or Negative Impacts 

Race: Issues relating to people of any 
racial group, ethnic or national origin, 
including gypsy travellers and migrant 
workers 

The strategy will have a positive impact 
on all the Council‟s communities including 
all racial, ethnic and national origin groups 
including gypsy travellers and migrant 
workers by considering race equality 
impacts in all that the Council does and as 
a protected characteristic within its 
equality outcomes. 

Sex: Issues specific to women or men The strategy will have a positive impact 
on both women and men by considering 
gender equality impacts in all policies and 
procedures and as a protected 
characteristic within its equality outcomes. 

Disability: Issues relating to disabled 
people 

The strategy will have positive impacts on 
disabled people within the community 
including children, young people and 
employees by considering disability 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Age: Issues relating to a particular age 
group e.g. older people or children and 
young people 

The strategy will have a positive impact 
on all age groups by considering Age 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Religion or Belief: issues relating to a 
person‟s religion or belief (including non-
belief) 

The strategy will have a positive impact 
on people of all religions and belief 
including non-belief by consideration of 
religion or belief (including non-belief) 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Sexual Orientation: Issues relating to a 
person‟s sexual orientation i.e. lesbian, 
gay , bi-sexual, heterosexual  

The Strategy will have a positive impact 
on all sexual orientation groups by 
considering sexual orientation equality 
impacts in all that the Council does and as 
a protected characteristic within its 
equality outcomes. 
 

 
 
 



98 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 

Marriage and Civil Partnership: 
Issues relating to people who are 
married or are in a civil partnership. 

The Strategy will have a positive impact 
on people who are married or are in a 
civil partnership by considering equality 
impacts of those who are married or in a 
civil partnership in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

 
Gender Reassignment: Issues relating 
to people who have proposed, started or 
completed a process to change his or 
her sex.  

The Strategy will have a positive impact 
on all people who have proposed, started 
or completed a process to change his or 
her sex by consideration of gender 
reassignment equality impacts in all that 
the Council does and as a protected 
characteristic within its equality 
outcomes. 

Pregnancy and Maternity: Issues 
relating to the condition of being 
pregnant or expecting a baby and the 
period after the birth. 
 
  

The Strategy will have a positive impact 
on pregnant women and those women 
within their maternity period by 
considering pregnancy and maternity 
equality impacts in all that the Council 
does and as a protected characteristic 
within its equality outcomes. 

Multiple / Cross Cutting Equality 
Issues  
Issues relating to multiple protected 
characteristics. 

The Strategy will raise awareness within 
communities and employees of multiple 
and cross cutting equality issues across 
all protected characteristics. 

 
Equality and Diversity Themes Particularly Relevant to South Ayrshire Council 

 

Health 
Issues and impacts affecting people‟s 
health  

The Strategy aims to have a positive 
impact on health. 
 

Human Rights: Issues and impacts 
affecting people‟s human rights such as 
being treated with dignity and respect, 
the right to education, the right to respect 
for private and family life, and the right to 
free elections. 

The Strategy outlines the Council‟s 
commitment to Human Rights in all that it 
does and within its equality outcomes 
 
 
 

Rurality 
Impacts relating to living and working in 
a rural community 

The Strategy will have a positive impact 
on those living within its rural 
communities by the active consideration 
of rurality issues within its equality impact 
assessment process. 

Deprivation 
Issues relating to poverty and social 
exclusion, and the disadvantage that 
results from it. 
 

The Strategy ensures that issues of 
deprivation are considered along with all 
protected characteristics in the work the 
Council does individually and within its 
partnership working. 
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Section Three: Evidence Used in Developing the Policy 
 

Involvement 
and 
Consultation 
In assessing the 
impact(s) set 
out above what 
evidence has 
been collected 
from 
involvement, 
engagement or 
consultation? 
Who did you 
involve, when 
and how? 

The Strategy sets out in detail how the Council has consulted and involved its 
communities, stakeholders and employees in its development. In particular 
the following groups have been trained in the Equality Act 2010 General and 
Specific duties and the Council‟s Equality Impact Assessment Process to 
ensure their capacity to full participate in shaping the Strategy (particularly the 
Council‟s equality outcomes) and to provide ongoing input as critical friends in 
the Equality Impact Assessment Process and in the monitoring and 
evaluation of progress: 
 

 The South Ayrshire Equality and Diversity Forum  (which has 
stakeholder representation for all protected characteristics) 

 Equality Champions Network 

 Employee Equality Forum 

 Trades Unions 

 Elected Members 

 

Data and 
Research 
In assessing the 
impact set out 
above what 
evidence has 
been collected 
from research 
or other data.  
Please specify 
what research 
was carried out 
or data 
collected, when 
and how this 
was done. 

The Strategy has been written using a substantial range of advice and 
guidance including the following: 
 

 The Equality Act 2010 

 Statutory Code of Practice on Employment 

 ACAS Employment Guides 

 EHRC Guidance on the Equality Act 2010, Scottish Specific Duties, 
Technical Guidance for Public Bodies,  

 EHRC Reports: Hidden in Plain Sight, How Fair is Britain?  

 EHRC Specific Duties Events 

 Equality Evidence Finder: 

http://www.scotland.gov.uk/Topics/People/Equality/Equalities  

 Scottish Government Equality Outcomes Event, 

 Scottish Government Scottish Procurement Policy Note SPPN 8/2012 

 Stonewall  Guides e.g. - Bullying: preventing the bullying and 

harassment of gay employees 

 Office for Disability Government Equalities Office – Guide To Using 

Positive Action in Recruitment and Promotion. 

 Government Equalities Office- Guide to the ban on Questions about 
Health and Disability during Recruitment 

 CIPD  Guidance e.g. Managing Age 

Partners data 
and research 
 

The Strategy was informed with the outcome of both general and topic 
specific partnership working including equality outcomes from: 

 The Scottish Council‟s Equality Network 

 The Ayrshire Equality Partnership   
 
 

Gaps and 
Uncertainties 
Have you 
identified any 
gaps or 
uncertainties in 
your 
understanding 
of the issues?  

There are gaps in the information available across some protected 
characteristics such as sexual orientation, religion and belief, gender 
reassignment and disability, which relate to individuals willingness to share 
their personal information. These issues are common to most public bodies 
and the Strategy gives a commitment to continuing to improve confidence in 
our communities to share their information to allow the Council to have a 
more complete knowledge and understanding of its communities. 
 

 

http://www.scotland.gov.uk/Topics/People/Equality/Equalities
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Section Four: Detailed Action Plan to address identified gaps in: 

a) evidence and  

b) to mitigate negative impacts 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
Section Five - Performance monitoring and reporting 
 
Considering the policy as a whole, including its equality and diversity implications: 
 

When is the policy intended to 
come into effect? 

April 2013 
 
 
 

When will the policy be reviewed? April 2015 
 
 
 

Which Panel will have oversight 
of the policy? 

 
Leadership Panel and Community Services 
Standing Scrutiny Panel 
 
 
 

 

No Action 
 

Lead 
Officer(s) 

 

Timescale 

1 Improve information gathering on all protected 
characteristics to ensure better knowledge and 
understanding of the Council‟s communities and 
employees. 
 

Peter Linton On-going 

2  
 
 
 
 

  

3  
 
 
 
 

  

4  
 
 
 
 

  

5  
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Section 6 
South Ayrshire Council   Appendix .......... 

 
Summary Equality Impact Assessment Implications & Mitigating Actions  

 
Name of Policy:     Equality and Diversity Strategy and Associated Outcomes................. 
 
This policy will assist or inhibit the Council‟s ability to eliminate discrimination; advance equality of 
opportunity; and foster good relations as follows: 
 

Eliminate discrimination 
The Strategy provides a framework for continuing its progress in meeting its statutory 
responsibilities in terms of both its General and Specific Duties as a Service Provider, 
Education Authority, Employer and Licensing Board. Within the Strategy the Council will 
eliminate discrimination by: 
  

 Improving involvement and consultation on the development and provision of services 

 Providing equal and easy access to all our buildings and services 

 Reducing Hate Crime in South Ayrshire and ensuring vulnerable individuals and 
communities feel safe and more secure, and 

 Ensuring the Council is an Equal Opportunities Employer 

 

Advance equality of opportunity 
The Strategy outlines our commitment to advancing equality of opportunity across protected 
characteristics and in particular: 

 Ensure our children and young people have the best possible life chances. 

 Improve information about services and how we communicate, and 

 Lead by example as an employer and maintain best practice in employment practices 
 
 

Foster good relations 
The policy will assist the Council to foster good relations by leading and working with our 
communities, employees and partners to ensure an equalities culture is embedded in the 
Council. 
 

 

Summary of Action Plan to Mitigate Negative Impacts 

 

Actions 
 

Timescale  

None Required 
 
 
 

 

 

 
Signed:  ...............................................................Head of Service 
 
Date:      ............................................................... 
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